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Because of the high turnover rate every year, the job-hopping behavior of employees in retail industry in Shanghai, China is worthy of attention. The three factors involved in this research are income level, job satisfaction and working environment with relationship to the job-hopping behavior. The geographic focus of this research is in retail industry in Shanghai, China and the units analyzing is the employees working retail industry in Shanghai. The purpose of this research is to determine the influence of income levels, job satisfaction, and working environment on employee job-hopping behavior in retail industry in Shanghai. Questionnaire surveys were conducted on 400 retail employees using the online questionnaire method, and the study used non-probability sampling. The design of the questionnaire was designed with reference to previous studies.
Key Words: Employee job-hopping behavior, working environment, job satisfaction, income level, retail industry.
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[bookmark: _Toc531864675]Chapter 1: INTRODUCTION
[bookmark: _Toc530745938][bookmark: _Toc531864676]1.0 Overview
This chapter is an overview of research topics, first explaining the background of Shanghai retail industry in China, and then the problem statement of the research. This is followed by a presentation of research objectives and research questions. This chapter also describes the significance and scope of the research, as well as its limitations. Finally, this chapter describes the operational definitions and the organization of chapters.
[bookmark: _Toc530745939][bookmark: _Toc531864677]1.1 Research Background
In China, each major company provides approximately 10 million jobs each year, but at the same time there are still employee job-hopping and changing jobs happen in the workplace (Pradhan, 2015). According to the Shanghai Statistics Network, 30 percent of employees said had experienced to job-hopping, and an average job-hopping occurred every two years (Salleh, Nair & Harun, 2015). In the current process of globalization and economic integration, companies are increasingly competitive, and employees as a core part of the enterprise are important to enterprises, especially in the retail industry (Vaiman, 2015).
As the core and most important resource in the retail industry, the company's progress and development benefit from the existence of employees, so it is a top priority for enterprises to clarify the reasons for employee job-hopping and prevent it happen (Yang, Wan & Fu, 2016). In China, department stores, supermarkets, large-scale integrated markets, convenience stores, warehouse-style shopping malls, specialty stores, and shopping centers all belong to the retail industry (Xie, 2016). With the continuous improvement of China's reform and opening up, the Western human resource management model has gradually been used by Chinese enterprises, and the employees’ thinking has also changed because of the reasons for reform and opening up (Wong, Osman, Jamaluddin & Chan, 2016). Therefore, the managers of the human resources department should clearly understand the changes in the ideology of the employees at the current stage and the requirements for the positions. (Vaiman, 2015)
[bookmark: OLE_LINK100][bookmark: OLE_LINK101]The current values of Chinese people are different from traditional values, so it is very important to understand the values of Chinese employees, for example, Chinese employees are more concerned with the company's environment and job satisfaction (Zhao, 2016). Income is still the focus of employees' attention and it is the basis of daily life that employees must consider and higher income will affect the employee's career choices, resulting in job-hopping (Li, 2015). In China, the turnover rate of retail industry is very high, and the reasons why most employees choose job-hopping can be roughly summarized as three types: income, job satisfaction and working environment (Chen, 2016).
[bookmark: OLE_LINK66][bookmark: OLE_LINK67]Therefore, the purpose of this research is to determine the influence of income levels, job satisfaction, and working environment on employee job-hopping behavior in retail industry of Shanghai in China as the values of Chinese employees may be different from other countries, hence, a verification is needed from this study.

[bookmark: _Toc530745940][bookmark: _Toc531864678]1.2 Problem Statement
[bookmark: OLE_LINK134][bookmark: OLE_LINK133]With the rapid development of the market economy, China's retail industry has grown rapidly but compared with developed countries, China's retail industry started late, and there are still some deficiencies in management, especially in human resources management (Xie, 2016). There is an excessive loss of employees in China's retail industry and the rapid flow of human resources has become one of the serious problems faced by retail companies in China, at the same time, the current talent job-hopping rate of local retailers in Beijing, Shanghai, and Tianjin is close to 35% (Wang, 2015).
The emergence of job-hopping has already had an influence on Shanghai retail industry and enterprises are worried that the shortage of talent or so-called scarcity of talent (Chen, 2016). With the increasingly fierce competition among enterprises, many high-quality talents will job-hopping to the competition which can meet the requirements, so remedy the problem of the enterprise itself can retain talents (Zhao, 2016). At the same time, the job-hopping rate of grassroots employees is relatively high and according to statistics, the job-hopping rate of grassroots employees in China's chain retailing industry is 20 percent to 30 percent (Liao, 2015).
Higher employee job-hopping rate is a major problem faced by enterprises and managers should seriously consider the strategy of preventing employees’ job-hopping, because cultivating an employee requires the company to spend a lot of resources and no one can accept such losses (Xie, 2016). Despite there have the research on employee job-hopping behavior in other industries but the research on retail industry of Shanghai in China is limited. Therefore, this research can explore the influence of factors on employee choice of whether to job-hop in the retail industry of Shanghai in China.
[bookmark: _Toc530745941][bookmark: _Toc531864679]1.3 Research Objectives
[bookmark: OLE_LINK102]The research objective is an important manifestation of the research direction and the purpose of setting up research objectives is to prove that the current knowledge is reliable while discovering problems in the research field and then making meaningful suggestions (Boiko, 2015). Identifying research objectives can help researchers accurately capture research emphasis and analyze research objectives then make recommendations and comments (Delery & Roumpi, 2017).
The focus of this study is to investigate the influence of income levels, job satisfaction, and working environment on employee job-hopping behavior in retail industry of Shanghai in China.
The specific objectives are:
RO1: To determine whether the income level influence the job-hopping behavior in the retail industry of Shanghai, China.
RO2: To determine whether the job satisfaction influence the job-hopping behavior in the retail industry of Shanghai, China.
RO3: To determine whether the work environment influence the job-hopping behavior in the retail industry of Shanghai, China.

[bookmark: _Toc530745942][bookmark: _Toc531864680]1.4 Research Questions
The setting of research questions is the beginning of a real research, which allows researchers to clearly know which tasks must be completed in the research (George, 2015). Research is a process that is carried out step by step in accordance with order, and research questions determine these orders for researchers (Daher, 2015). Research questions are important because research questions can help researchers reduce the extra steps involved in the research process (Doody & Bailey, 2016).
[bookmark: OLE_LINK68]The research questions are proposed and derived according to the research objectives and are proof of the research objectives (George, 2015), so the research questions are behind to the research objectives. In order to achieve the above research objectives, this research establishes the following research questions.
RQ1: Will the income level influence the job-hopping behavior in the retail industry of Shanghai, China?
RQ2: Will the job satisfaction influence the job-hopping behavior in the retail industry of Shanghai, China?
RQ3: Will the work environment influence the job-hopping behavior in the retail industry of Shanghai, China?



[bookmark: _Toc530745943][bookmark: _Toc531864681]1.5 Significance of Study
[bookmark: _Toc530745944][bookmark: _Toc531864682][bookmark: OLE_LINK69]1.5.1 Significance to Academia
The results and findings of this study can help enterprise managers improve the ability and effectiveness in managing human resources, and better selection strategies to prevent employees choose job-hopping, Khalid and Kenneth (2015) was also gave considerable support in the study. At the same time, according to the research of Chee Xie (2016), the study also provides factors that influence employee job-hopping, such as income level, job satisfaction and working environment, and the relationship between employee job-hopping in retail companies.
Ahmid, Yazam and ALDamoe (2015) also confirmed the importance of factors influencing employee job-hopping, so it is also reflected in this study and this research can help employers find the solutions to prevent employee job-hopping and achieve academic satisfaction. This research not only deepens the understanding of the factors influencing employee job-hopping, but also supplements Shanghai lack of English-related research in the retail industry, providing a reference for future research.
[bookmark: _Toc530745945][bookmark: _Toc531864683]1.5.2 Significance to Industry
If retail companies can understand the factors that influence employee job-hopping behavior, then companies can choose to propose appropriate strategies and methods to solve the employee job-hopping behavior, which will be very helpful to the enterprise. So, the results of this research can help managers to understand employee job-hopping behavior more widely.
[bookmark: _Toc530745946][bookmark: _Toc531864684]1.6 Scope and Limitation of Study
[bookmark: _Toc530745947][bookmark: _Toc531864685]1.6.1 Scope of Study
The scope of this study is the behavior research of employee job-hopping in the retail industry of Shanghai (Kong, 2015). By proposing appropriate recommendations and solutions, companies can effectively reduce the chances of employee turnover in the retail industry (Wang, 2015). Research in a specific field can propose targeted solutions, so on this basis, this research will do the situation of the retail industry in Shanghai (Chen, 2016). In addition, this study also focused on the discovery of key factors leading to employee job-hopping, which often appear in the mass media and are known by many scholars (Liao, 2015).
[bookmark: _Toc530745948][bookmark: _Toc531864686]1.6.2 Limitation of Study
[bookmark: OLE_LINK103]In the process of completing the research, researchers will face a variety of obstacles when collecting relevant information. First of all, there are only a limited number of English studies in this field, so there are few good English literature available in research of retail industry in Shanghai. This is followed by a scope of limitations. The study focused on the whole of retail industry in Shanghai and did not analyze the local culture and consumption levels of other regions of China. Because the diversity of local culture and consumption levels influences employee job-hopping more or less, but these are not the emphasis of this study. Then, there are limitations in data collection. The target sample is a limited number of 400 Shanghai retail employees from different backgrounds, so it is impossible to fully sense all employees in the Shanghai retail industry. Finally, is time limitation and the time to complete the study is limited, so the researchers must reasonably arrange the time to complete the various parts of the study.
[bookmark: _Toc530745949][bookmark: _Toc531864687]1.7 Operational Definitions
[bookmark: _Toc530745950][bookmark: _Toc531864688]1.7.1 Job-hopping Behavior (Dependent Variable)
The job-hopping behavior is that the company’s employees are not satisfied with the current work situation and turn to another better position (Ganco, Ziedonis & Agarwal, 2015). After the appearance of job-hopping behavior, employees generally do not change the nature and type of work, but only change the company and the environment (Idris, 2015). Retail industry is the individual or company that engages in product marketing activities from producer to consumer who buy goods from wholesalers and manufacturers and sell them to consumers (Wang, 2015).
[bookmark: _Toc530745951][bookmark: _Toc531864689][bookmark: OLE_LINK70]1.7.2 Income Level (Independent Variable)
Income is the reward that laborers receive by paying the brain power or physical strength while different countries have different standards of income and income can motivate employees to work hard, and monthly bonus can be regarded as income level (Lu & Alon, 2015).
[bookmark: _Toc530745952][bookmark: _Toc531864690][bookmark: OLE_LINK71][bookmark: OLE_LINK72]1.7.3 Job Satisfaction (Independent Variable)
The feelings of the work environment, work status, work style, work stress and the challenges faced by employees in the enterprise are collectively referred to as job satisfaction and job satisfaction will have an influence on the development and career of the employees (Walker, 2015).
[bookmark: _Toc530745953][bookmark: _Toc531864691]1.7.4 Working Environment (Independent Variable)
The work environment can be divided into hardware and software which the hardware includes material compensation and labor environment, that can ensure the safety of employees while the software includes corporate culture and working atmosphere to improve employee cohesion (Spence, 2015).
[bookmark: _Toc530745954][bookmark: _Toc531864692]1.7.5 Social Exchange Theory (Theory)
The theory of social exchange belongs to the concept of psychology which insists that human beings can make social decisions on the basis of self-perception, and the gain or benefit can be obtained through action (Gray, 2015). Social exchange theory allows people to judge whether something of current value is suitable for exchange (Bhattacharyya, 2015).


[bookmark: _Toc530745955][bookmark: _Toc531864693]1.8 Organization of Chapters
This study mainly includes the following five chapters:
Chapter 1 Introduction: This chapter outlines the basics of research, including research backgrounds, problem statements, research objectives, research questions, scope of study, limitations, and operational definitions.
Chapter 2 Literature Review: This chapter focuses on a literature review of other scholars and related theories, focusing on the analysis of previous scholars' employee job-hopping and influencing factors. Theoretical support, frameworks and assumptions are also provided.
Chapter 3 Research Methodology: This chapter describes research design, sampling plan, and methods for collecting data. At the same time, this section also introduces the measurement tools used in this study.
Chapter 4 Research Findings: In this chapter, the collected data is analyzed and the results are obtained, and the results are linked to the objectives to obtain research findings.
Chapter 5 Conclusion and Limitation: This chapter summarizes the conclusions and limitations of this study, gives personal reflection, and records the future research directions in this field.

[bookmark: _Toc530745956][bookmark: _Toc531864694]Chapter 2: LITERATURE REVIEW
[bookmark: _Toc530745957][bookmark: _Toc531864695]2.0 Overview
The performance of employees will influence the operation of the organization. Employees in the retail industry are the core of the organization’s operation, so the employee job-hopping will influence the organization’s performance and financial results. This project focuses on the factors that lead to job-hopping. This chapter mainly reviews the job-hopping behavior in retail industry of Shanghai, China and expatiates on the global and local perspectives. At the same time, this chapter also provides a literature review of income level, job satisfaction and work environment. Finally, this chapter uses the theory of planned behavior and social exchange theory, presented conceptual framework, gap in the literature and hypothesis.







[bookmark: _Toc530745958][bookmark: _Toc531864696]2.1 Job-hopping Behavior in Retail Industry of Shanghai, China
[bookmark: OLE_LINK2][bookmark: OLE_LINK1]Job-hopping is an important event for every person’s career development plan, in general, it is often related to financial income and previous study have shown that an average of 10 percent of wage growth is obtained from work, accounting for about one-third of wage growth (Topeland & Ward, 2015). Different countries have different definitions on job-hopping and the common definition of job-hopping is that employees are dissatisfied with the current situation and move on to a better position (Ganco, Ziedonis & Agarwal, 2015). Idris (2015) pointed out that job-hopping means that employees do not change the nature of work, but often change the company. Most people change jobs because want to get paid, welfare and bonus more than the current company can provide (Yusoff, Queiri, Zakaria & Hisham, 2015). Therefore, job-hopping is inter-organizational shift because after the job-hopping is over, the employee's work nature and organization type may be the same and is an internal shift of the same type of organization, (Idris, 2015).
[bookmark: _Toc530745959][bookmark: _Toc531864697][bookmark: OLE_LINK19][bookmark: OLE_LINK18][bookmark: OLE_LINK3][bookmark: OLE_LINK4]2.1.1 Job-hopping Behavior in Global Perspectives
[bookmark: OLE_LINK5][bookmark: OLE_LINK7][bookmark: OLE_LINK6]In recent years, job-hopping has been hot topic to talk about over the past decade, the world appears a phenomenon that is the company’s employees will move from one position to another position (Vittee & Makhubele, 2016). Although job-hopping is happening more and more frequently in modern workplaces, it can be accepted by companies and job seekers by default (Tambe & Hitt, 2015).
[bookmark: OLE_LINK9][bookmark: OLE_LINK8]According to Workopolis, one Canadian job-solving website shows that between 2002 and 2012, the proportion of employees who stayed in a position for less than two years rose from 17 percent to 34 percent, and in 2015 it increased to more than 50 percent (Vittee & Makhubele, 2016). It is worth noting that while job-hopping is a global phenomenon, but the general view of this phenomenon will exist two, one is positive the other one is negative and in different countries this kind of situation is unique (Zopiatis, Constanti & Theocharous, 2015). Below, from a variety of countries and regions to understand the global perspectives of job-hopping.
[bookmark: OLE_LINK14][bookmark: OLE_LINK13][bookmark: OLE_LINK12]A professional recruitment company in the UK--Robert Half UK, has conducted an investigation as an independent research company and the survey found that employers in the UK still hold negative opinions on job-hopping (Bock, Kankanhalli & Sharma, 2015). From interviews with more than 200 CFOs across the UK, the vast majority of respondents believe that if the interviewee is a job hopper, then the person will not be considered for hiring (TANOVA & Holtom, 2016). Comparing the size of a company, 93 percent of small companies choose to ignore whether employees are job hoppers, followed by 84 percent of large companies and 82 percent of medium-sized ones (Bock et. al. 2015). According to DegreeQuery, a British higher education consultancy shows 90 percent of Millennials who work in the UK will only stay in current positions for three years (TANOVA & Holtom, 2016). This agency believes that the main factors for millennials choosing to job hop in the UK are location, reasonable benefits, good work culture, free work schedules and career opportunities (Vittee & Makhubele, 2016).
[bookmark: OLE_LINK10]According to the US Bureau of Labor Statistics, the average American workers stay in current job for 4.6 years, while younger workers stay in the job for 2.3 years (Tziner & Birati, 2016). At the end of 2015, one employment website called CareerBuilde released a survey of the United States that showed one in five workers decided to job-hopping in the next year (Seibert, Kraimer & Liden, 2016). A survey of 3,300 employees in the United States showed that nearly 21 percent of respondents got a new job in 2016 by job-hopping. That increases 5 percent from last year's survey (Tziner & Birati, 2016). The entrepreneurs in the United States are most concerned with retaining top talent and ensuring that the production efficiency can maintain a stable state and reduce replacement costs, it’s reflected the high job-hopping rate of US employees (Mossholder, Settoon & Henagan, 2016). The Centre for American Progress once released a research report in 2012 and the report estimates that the cost of employee job-hopping accounted for about 21 percent of the employer's income which does not include the cost of recruiting new employees and production losses (Hadlock, 2015).
[bookmark: OLE_LINK16][bookmark: OLE_LINK17][bookmark: OLE_LINK11][bookmark: OLE_LINK15]A company named Kelly conducted a survey of South African companies and the survey results showed that 47 percent of South African employees said that employees are currently working for less than one year (Vittee & Makhubele, 2016). Most of the participants stated that already had two or three jobs since started work, and even 29 percent of respondents indicated that already had changed four or six jobs since started working (Graham, Li & Qiu, 2016). Kelly’s survey on job-hopping found that nearly half of South African respondents considered being job hopper, and that job-hopping is a global phenomenon rather than being concentrated in a specific country or region (Vittee & Makhubele, 2016).
[bookmark: _Toc530745960][bookmark: _Toc531864698]2.1.2 Job-hopping Behavior in China
[bookmark: OLE_LINK33][bookmark: OLE_LINK21][bookmark: OLE_LINK20][bookmark: OLE_LINK29][bookmark: OLE_LINK23][bookmark: OLE_LINK126][bookmark: OLE_LINK22]Remuneration is viewed by young Chinese employees as the most important factor in the emergence of a job-hopping trend (Zhao, 2016). A recruitment agency named Hudson published a report in 2015, according to a report that 75 percent of the 1,262 employees and employers who participated in the survey in China were among those aged 20 to 35 believed that increase income was a priority in job-hopping (Sun, 2016). According to a global salary report released by recruiting expert Robert Walters in 2015, after the Chinese employees switch jobs to new employers, job-hopping people have greater opportunities to increase revenue (Ren, 2016).
[bookmark: OLE_LINK27][bookmark: OLE_LINK28][bookmark: OLE_LINK26][bookmark: OLE_LINK25]According to a survey, between November 2013 to November 2014, white-collar workers with aspirations to job-hopping in China accounted for 50 percent, and white-collar workers who had already job-hopping were nearly 75 percent (Wan, 2015). In 2012, a survey was conducted on students who had already participated in work or had work experience found that 57 percent of people who had graduated from college had a job-hopping in less than three years (Zhao, 2016). Another survey and study by a Chinese website found that 90 percent of workers have considered job-hopping, with 70 percent of the workers surveyed being male and 30 percent female (Zhang, 2015). Furthermore, Highpin-- a Chinese online recruitment website, released a new database in February 2013 and the proportion of users who job-hopping in the data was 42 percent, and by March this figure had raised to 57 percent (Wan, 2015).
In recent years, China’s corporate employee job-hopping rate has gradually increased, with the general employee job-hopping rate nearly 70 percent while the rate of low-level managers job-hopping is 27.7 percent (Huang & Zhang, 2016). The age range of employees who job-hopping is mainly between the ages of 25 and 35, accounting for 56.6percent of the total, followed by employees under the age of 25 accounting for 34.98 percent, it can be seen that Job-hopping is becoming more widespread and younger (Zhang, 2015).
[bookmark: OLE_LINK30][bookmark: OLE_LINK31]There are three kinds of job-hopping trends in China at present (Shao, 2015). The first is that employees of domestic enterprises change jobs to foreign enterprises (Zhao, 2016). Because China has adopted a series of preferential measures after the reform and development, it has introduced many foreign enterprises, most of which are large transnational enterprises (Qu & Gao, 2015). These foreign enterprises set up various forms of company in China, makes the human resources competition intensifying, especially the competition for talented people reached the white-hot degree, many Chinese workers job-hopping to foreign companies (Shao, 2015).
The second trend is that workers job-hopping from underdeveloped areas to economically developed areas, specifically from the middle and western regions of China to the relatively developed Yangtze River Delta region, the Pearl River Delta region, and from rural areas to major cities (Zhao, 2016). It can be seen from this that enterprises in more developed areas are able to attract more excellent employees, while those in less developed areas are hard to attract excellent employees (Shao, 2015).
[bookmark: _Toc530745961]The third trend is the collective job-hopping and in many small or medium-sized enterprises, once one or more influential employees have taken the lead in job-hopping then several or a dozen employees will collectively job-hopping (Qu & Gao, 2015). This kind of collective job-hopping will cause job vacancies, which will seriously make the company’s key positions vacant or even produce stagnant and it is more likely that the team leaders will job-hopping with the backbone team and make the original company paralyzed (Zhao, 2016).


[bookmark: _Toc531864699]2.2 Independent Variables for Job-hopping Behavior
Income in different countries has different standards and scales, and income can be seen as the most influential factor in motivating employees to make the employees work harder, and each month’s financial and reward amounts can be defined as income levels (Lu & Alon, 2015).
Job satisfaction is the psychological state and feeling reflected in the work environment, work status, work style, work pressure, and challenges of the employees during the work of the company and the job satisfaction also influences the personal career of the employees and the development of the company (Walker, 2015).
The working environment includes hardware and software, among which hardware refers to material remuneration and labor environment, which can guarantee the physical safety of employees and software refers to the corporate culture and working atmosphere, which can improve the cohesion of employees (Spence, 2015).
[bookmark: _Toc530745962][bookmark: _Toc531864700]2.2.1 Income Level
[bookmark: OLE_LINK44][bookmark: OLE_LINK41]2.2.1.1 Global Perspectives
[bookmark: OLE_LINK34][bookmark: OLE_LINK35]In the United States, part of the company employee’s income including basic salary, bonus, stock option and stock, but the basic salary incentive function is very limited, because it can only satisfy the employee’s basic life safeguard (Pudelko, 2015). Bonuses as part of the employee’s income are mainly determined by the company’s performance and personal performance and it can combine the benefits of both parties, which can both improve the company’s effectiveness and prevent employee’s job-hopping (Hausknecht, Hiller & Vance, 2015). Stock options allow employees to purchase company stocks at a specified price while stock incentives to sell a certain number of stocks to employees at low prices, in this way can increase employee income and reduce company cash expenses (Pudelko, 2015). According to statistics, basic salary of employees in the United States accounted for 32 percent of total income, dividends accounted for 17 percent, and stock options accounted for 51 percent, thereby increasing employee income (Bergkvist & Rossiter, 2016).
In Japan, the income of employees is different, and the incomes of Japanese employees are composed of annual salary series and bonuses (Heckhausen, Schulz & Wrosch, 2015). The system of annual salary series means that employees receive income in the form of salary and bonuses thus contribution of employees to the company determines the amount of bonuses (Campbell, Ikegami & Gibson, 2015). At the same time, Japanese enterprises encourage the long-term development of employees in the company, and the income of employees depends on the length of time employees stay in the company and the size of the contribution to the company (Heckhausen et. al., 2015).
[bookmark: OLE_LINK37][bookmark: OLE_LINK36]In a German company, the employee’s income generally includes the basic annual salary, annual bonuses and allowances, as well as stock options, but stock options only account for a small portion of the total income (Geraedts, Heller & Harrington, 2015). For example, Deutsche Bank employees can purchase stocks with a certain price for the corresponding option as long as employees have worked in the company for a year and these options can later purchase the same amount of stocks (Campbell et. al., 2015). In addition, employees can not only get annual salary, bonus and other income, but also get a series of good welfare treatment, especially enterprise pension fund (Heinicke & Thomsen, 2015).
[bookmark: OLE_LINK56][bookmark: OLE_LINK55]In the Western countries, there have study on income from the perspective of economics, the most important is to focus on the determinants of salary, such as the theory of minimum salary, survival salary theory, Adam Smith’s salary differential theory (Kaasa, 2015). From the perspective of management, research on the income system began in the United States and because income has an incentive effect, it analyzes how to effectively play the incentive role of money (Pudelko, 2015). The study of income theory from the perspective of psychology and behavior is mainly focused on motivation, that is, from the perspective of psychology to explore people’s satisfaction with things (Hausknecht et. al., 2015). 
[bookmark: OLE_LINK38][bookmark: OLE_LINK42][bookmark: OLE_LINK43]The income payment plan is designed to pay employees in a fair and impartial way and its basic function is to provide enterprises with an income structure that attracts and retains effective employees, therefore, its purpose can be achieved through various means (Hsing, Tsao & Devesa, 2015). Kaasa (2015) many of the basic income systems are based on the relative value of positions in an organization being determined for a specific position and the most essential for a perfect basic income is to determine different salary ranges for various positions within the organization.
[bookmark: OLE_LINK49][bookmark: OLE_LINK50]2.2.1.2 China Perspectives
[bookmark: OLE_LINK40]In today’s economic globalization, the competition of human resources in enterprises also requires a compensation mechanism to ensure that employees’ income can guide and motivate employees to bring benefits and development to the enterprise (Han, 2015). In general, China’s corporate employee income model has followed a foreign framework, and the income of Chinese corporate employees mainly includes basic wages, bonuses, dividends, allowances and benefits (Zhang, 2014).
[bookmark: OLE_LINK39][bookmark: OLE_LINK57]Luo (2015) proposed that the company’s employee income management is the process of determine and adjust to the elements of wages, bonuses, benefits, and profits. Employee's income refers to the labor remuneration that employees receive through physical or mental labor in the enterprise and reasonable income management can motivate employees and increase employee’s enthusiasm (Li, 2015).
The income of employees should be organically integrated with the goals of the organization, and the existing income distribution system should be improved and a job performance pay system based on job income should be designed (Zheng, 2016). At the same time, the complete transparency of the income of employees and managers is an inevitable trend, because the confidential income obscures the link between income and performance, resulting in unfair (Ji & Wu, 2015).
The problem of employee income is one of the most important issues faced by the leaders of any company or organization and the ideal employee income can be satisfied with both the organization and the employees, so that can achieve better corporate strategic goals (Han, 2015). The core concept of the company's employee income design and management is company formulation scientific employee income strategy and the design of a reasonable income system are all inseparable from the core concepts of “change”, “fairness” and “integrity” (Zheng, 2016). The five principles of employee income design are: fairness, competition, incentives, economy and legality (Li, 2015).
The three fulcrums in China to ensure the reasonableness of employees’ income are fairness, competitiveness, and incentives, and these three main symbols are important guarantees of rationality and key factors influencing employees’ income (Zhang, 2016). Targeting income through income surveys is the basis for guaranteeing revenue competition, and rating the income through job evaluation is the key to ensuring income fairness (Luo, 2015).
At present, there are problems in the income of employees in China, which have brought great negative effects on enterprises and employees (Han, 2015). The first is that the income of employees is inconsistent with the company's business strategy, because at present most Chinese companies implement a unified employee income strategy, which is largely separated from the company's business strategy (Wang & Zeng, 2015). The second is that the design of employee income is not scientific, the scope of employee income survey is narrow, and the lack of reliability of the survey data makes the determination of the employee’s income level unscientific (Liu, 2015). Some companies use a simple sorting method to rank employees and managers, classify position in the same category as the same level, and give employees the same income according to level, reflecting the inherent inequity of employee income (Wang & Zeng, 2015). The third is the lack of transparency in the payment of employees' income, like companies pay wages to employees by using secret payment methods, which leads to a fuzzy income system (Liu, 2015). 
The decision and management of the employee’s income have a great influence on the construction of the company’s workforce, its management and maintenance of its competitive advantage (Ji & Wu, 2015). According to the company’s production and operation goals at different times, the company designs a scientific employee income system and adjusts internal labor relations to stimulate employees’ initiative (Zhang, 2014).
[bookmark: _Toc530745963][bookmark: _Toc531864701]2.2.2 Job Satisfaction
[bookmark: OLE_LINK52][bookmark: OLE_LINK51]2.2.2.1 Global Perspectives
[bookmark: OLE_LINK45][bookmark: OLE_LINK60][bookmark: OLE_LINK59]Job satisfaction is the emotional expression and behavioral expression of work and this feeling is influenced by some work-related factors such as income, benefits, recognition, and relationships with colleagues and supervisors (Yilmazel, 2015). Job satisfaction as one of the most important factors of organizational function is easily influenced by the corporate culture and leadership of the company (Girma, 2016). Yaseen (2015) used Maslow’s hierarchy of needs theory and Hertzberg’s two-factor motivation theory to analyze and study job satisfaction. 
Employees can positively or negatively evaluate the work through the level of personal goals and the evaluation can indicate the expectations of the work’s contribution and the results (Rosin & Korabik, 2015). In the retail industry, employees leave or job-hopping not only because of job satisfaction, but also include other factors (Mehrad & Mohammad, 2017). The employees’ disappointment in the work and the disillusionment of the career prospects make it less likely to find new jobs or job-hopping (Vitell, Ramos & Nishihara, 2015). The result of employee job-hopping or abandonment of work can be analyzed as to whether the employee is satisfied with the work of the retail industry and whether this work is important and whether can grow and develop at work (Salleh et. al., 2015).
According to a survey, compared with employees whose career development is unsatisfactory, employees with higher job satisfaction have higher loyalty to the company and a lower job-hopping rate (Yilmazel, 2015). There is a positive correlation between employee performance and job satisfaction and employee loyalty to the organization (Alam & Mohammmad，2015). But the job satisfaction does not have a large influence on the company’s turnover, accounting for only 15 percent (Yaseen, 2015).
The survey found that job satisfaction will cause employees to change jobs or job- hopping, so job satisfaction will have a significant influence on employee job-hopping and job change (Moorthy, 2015). Because of the diversity of employee job-hopping behaviors, it is necessary to further understand the intention of employee job-hopping, since only studying job satisfaction will lead to the limitation of employee job-hopping (Rosin & Korabik, 2015).
[bookmark: _Hlk531098391]From a certain level, employee job satisfaction is actually an emotional response of employees to the work attitude (Roos & Eeden, 2015). Many complex and varied factors can influence emotions and form an emotional foundation, like employees feel successful, valued, and happy at work, and employees cannot job-hop (Yilmazel, 2015). If an employee feels unhappy and dissatisfied at work, the situation can be expressed as that the employee has an unsatisfactory job or the employee's job satisfaction is extremely low (Vitell et. al., 2015).
Sometimes employees’ job satisfaction degree are likely to come from the income situation, when income level to achieve the ideal state then employees will feel very satisfied, otherwise will feel dissatisfied with to work (Rosin & Korabik, 2015). The company’s new employees need training and expenses after entering the company, so new employees will have many problems in the process of reaching future job expectations and need more preparation to adapt to the work (Yilmazel, 2015). In addition, the attitude of other colleagues and superiors at work will also have an influence on employees, which will also have an influence on the job satisfaction (Girma, 2016).
2.2.2.2 China Perspectives
The related research on job satisfaction can be divided into two major aspects: job satisfaction influence variables and outcome variables (Nan, 2015). The research conclusion of the influencing factors of employees' job satisfaction is same, and basic factors influencing employees’ job satisfaction can be concluded (Lu, Shi & Yang, 2015).
Work ability, salary, management style, corporate training and colleagues’ relations have an influence on employees’ job satisfaction and there is a certain relationship between employee satisfaction and job performance (Xu & Li, 2015). The evaluation structure of job satisfaction is composed of corporate image, leadership, job return, work cooperation and job (Zhang, Zhu & Chen, 2014). Among them, corporate image includes enterprise system and product management, while leadership including management and recognition of employees’ work and job rewards are benefits and employee development, and work collaboration is mutual respect between employees (Liu & Zhang, 2015). 
Employees’ job satisfaction is divided into 5 aspects and contains a total of 16 influencing factors and the five aspects are work, rewards, working background of satisfaction, work relationships and enterprise overall satisfaction (Nan & Xiong, 2015). The age of the employee and the employee’s working time are the two individual factors that influence the employee’s satisfaction (Wu & Yao, 2015). Employee age and working time is one of the largest two individual factors influence employee satisfaction and job stress, employees’ professional ability, the challenge for the employee, the employee’s job autonomy will all influence the job satisfaction (Ding & Han, 2015).
Employee job satisfaction in addition to working environment factors influenced will also be influenced by individual factors, so the influencing factors of job satisfaction can also be divided into two categories, environmental factors and individual factors (Huang, 2015). However, the empirical study on individual factors influencing employee job satisfaction is small, and the conclusion drawn is also very different so organizational behavior scholars and managers tend to start researching from the working environment (Cheng, 2014).
Job satisfaction can also be viewed as a work attitude variable because it influences many outcome variables and in reality, there are more abundant researches on job satisfaction, job performance and employee job-hopping intention (Lu, 2015). There is a positive relationship between employees’ job satisfaction and organizational limitations, and there is also a close relationship between employee job satisfaction and customer satisfaction (Zhang et. al., 2014).
Chinese scholar also has a method of using Grey relational analysis to analyze company employee satisfaction and express employee job satisfaction through quantitative evaluation and combine the Grey system theory with employee job satisfaction (Xu & Li, 2015). Starting from metrics that measure employee job satisfaction, the principal component analysis and cluster analysis methods are used to quantitatively analyze employees’ job satisfaction and this empirical study is simple and effective (Lu et. al., 2015).
By analyzing the factors that influence employee satisfaction, and then integrating the four aspects: work, management structure, performance, and corporate culture then obtained 4P theory of employee job satisfaction that is namely as product, channel, price, and promotion (Liu & Zhang, 2015). The four aspects complement each other, interact with each other, and increase the employee’s job satisfaction from the actual needs of employees (Wu & Yao, 2015).
[bookmark: _Toc530745964][bookmark: _Toc531864702]2.2.3 Work Environment
2.2.3.1 Global Perspectives
[bookmark: OLE_LINK125]The working environment and the surrounding environment will have an influence on employees’ job-hopping intention, so company environments are one of the factors preventing employees from job-hopping (Demet, 2015). There is a positive correlation between the work environment and employees’ job-hopping intentions (Dixit & Bhati, 2015). When employees want to job-hopping, it will cause the company’s productivity to decline and its turnover to decrease (Falola, Ibidunni & Olokundun, 2015). At the same time, when employees have already started to job hopping, it will have a negative influence on the current working environment (Jain & Kaur, 2015).
At the company, all employees work in the same work environment and most of the time employees stay together, so the work environment is important to every employee (Mclaggan, Bezuidenhout & Botha, 2015). In general, if employees are dissatisfied with the current work environment, employees will have the intention to job-hopping to different types of work environment to change the current status and feel the new working environment (Mustapha, 2015).
The working environment is conceptualized, then simplest form of work environment is the environment, circumstances, and situations in which employees work (Umoh, Amah & Wokocha, 2015). Further elaboration of the working environment will find that the working environment covers the physical environment, the working characteristics, the extensive organizational characteristics, and the external organizational background (Yusuf & Metiboba, 2015). In other words, the working environment which is the sum total of the relationship between employees and the superiors, as well as the technical, human and organizational environment in which employees work (Taiwo, 2015).
The work environment consists of three major sub-environments, including the technological environment, the human environment, and the organizational environment (Nakpodia, 2015). The technological environment is the internal tools, infrastructure, equipment, physical factors and technical elements of an enterprise while the human environment includes colleagues, superior leaders, working teams and stakeholders (Demet, 2015). Human environment can also be expressed as the communication between staff activities and social networks, these activities can be formal or informal and in the organizational framework, it is expressed as a superior-subordinate relationship (Yusuf & Metiboba, 2015).
[bookmark: OLE_LINK47][bookmark: OLE_LINK46]The third sub-environment of the work environment is the organizational environment including the company's culture, values, procedures, operating modes and practices (Mustapha, 2015). Organizational environment is the goal of organizations and output of enterprises to the society, so in this environment, enterprises provide products and services to the society through input, processing and output (Dixit & Bhati, 2015). In the organizational environment, the output process will be influenced by many factors such as customers, social-economic, political, legal, cultural, and stakeholders and these factors will also have an influence on the employees’ spiritual level (Jain & Kaur, 2015).
[bookmark: OLE_LINK53][bookmark: OLE_LINK48]The work environment can have a profound influence on employees to change the characteristics of employees and the change is not static but with the development of work experience in the organizational environment (Umoh et. al., 2015). The working environment can also be divided into two types, the beneficial environment and the harmful environment (Falola et. al., 2015). The beneficial work environment can bring employees a pleasant experience and help employees achieve the goals, while the harmful work environment will make employees feel disappointed and reduce the work enthusiasm (Mustapha, 2015). The beneficial work environment can also change those irresponsible employees, and make these employees become serious and responsible for the work, gradually in line with the work environment (Taiwo, 2015).
[bookmark: OLE_LINK54]2.2.3.2 China Perspectives
The working environment includes hardware and software, which meet the needs of employees and the goals of enterprises from different levels (Guo, 2015). Hardware includes material rewards and labor environment, in which material rewards can motivate employees, and labor environment can improve work efficiency while ensuring employees’ physical safety (Xing, Zhang & Yin, 2016). Software includes corporate culture and working atmosphere, in which a good corporate culture and working atmosphere can improve the cohesion of employees and promote the development of enterprises (Yao, 2015).
The core connotation of labor environment is labor safety and labor hygiene (Du, 2015). Labor safety management refers to all kinds of protection measures that the state requires enterprises to take in order to improve working conditions and protect the safety and health of workers in the process of labor (Yao, 2016).
The core principle of labor safety is safety first, and prevention is the main one (Lu, Ling & Fang, 2015). The safety first is that the company puts the safety of its employees first in the production process (Sun & Jiao, 2015). Prevention is to take effective measures to prevent the occurrence of hidden danger and casualties (Yan & Chen, 2016). Labor hygiene includes lighting and color, noise, greening, temperature and other aspects (Zhou & Guo, 2016).
After people meet the basic physiological and security needs, there is a higher level of social, respected and self-fulfilling needs (Xing et. al., 2016). Therefore, the harmonious interpersonal relationship within the organization is crucial to the growth and development of the organization and its employees (Yao, 2015).
Good interpersonal relationship at work will make employees physically and mentally healthy and happy, which will lead to a smooth work and life (Guo, 2015). On the contrary, tension in interpersonal relationship will definitely make employees feel irritable and depressed, and serious mental imbalance will lead to mental illness (Du, 2015).
In certain circumstances, the employee’s individual behavior will be influenced by the influence of crowd behavior and different interpersonal situation will lead to different emotional experience (Lu et. al., 2015). Employees treat each other with sincerity, solidarity and friendship, the cohesion of the organization will continue to increase, and the benefits of the company will continue to rise (Sun & Jiao, 2015). Good interpersonal relationship can fully stimulate the enthusiasm, initiative and creativity of employees, improve the work efficiency of employees, and enable the efficient and rapid development of enterprises (Zhou & Guo, 2016).
The working environment is the basis for employees to engage in work activities and 90 percent of the organizational performance comes from the organizational environment and only 10 percent depends on the personal quality of employees (Yao, 2016). The work environment as the core content of the organizational environment is closely related to employee self-efficacy and performance (Guo, 2015).
Different factors in the working environment will influence employees, and the communication between employees and senior management will also influence employees’ performance and corporate performance (Xing et. al., 2016). It can be found that in the organization, most employees and supervisors have contradictions, which is not conducive to the long-term development of individuals and organizations in this work environment (Sun & Jiao, 2015).
[bookmark: _Toc530745965][bookmark: _Toc531864703]2.3 Income Level, Job Satisfaction and Work Environment with Relationship for Job-Hopping
[bookmark: _Toc530745966][bookmark: _Toc531864704]2.3.1 Income Level with Job-hopping
2.3.1.1 Global Perspectives
The employee’s income level will cause the employee to make job-hopping intent and even if the job position can make the employee happy but the employee is not satisfied with the income, the employees also want to job-hopping (Heinicke & Thomsen, 2015). If the employees of the company think that the current job can get a high income, then the job-hopping behavior of employees will be very low (Bergkvist & Rossiter, 2016). This also shows that the reasons for employee job-hopping include limited salaries and inadequate benefits and employees will complain about the current working environment, and even work and organization (Huang & Zhang, 2016).
At the same time, when employees appear to be making a career change, the company can change employees’ ideas by paying more than the current salary, and employees will choose to stay in the company to serve the company (Hadlock, 2015). After employees move to other organizations, employee will talk with new colleagues about salary issues for new jobs, and then work hard in new positions to obtain higher income and meet economic needs (Hsing et. al., 2015).
[bookmark: OLE_LINK58]2.3.1.2 China Perspectives
Working relationship between mobility and income is very important in theory, but in fact are often ignored, young employee’s job-hopping can make income increase, but the salary increase will reduce with the increase of age (Han, 2015). Most employees will have a one-third increase in income after job-hopping and the income of job-hopping people will usually be higher than others (Luo, 2015). The change of income caused by job-hopping can be divided into short-term income changes and long-term income changes, and high-frequency job-hopping in exchange for income improvement is achievable (Zheng, 2016).
[bookmark: OLE_LINK122]Both the long-term and short-term income of the job-hopping people are positively changing, which means that as long as employees change jobs, the income will increase (Wang & Zeng, 2015). In order to obtain high incomes, the benefits gained by employees through job-hopping are far greater than those employees stick to the original positions, and career development is further improved (Liu, 2015). Internal and external job-hopping is the path of career development, and both of these approaches will increase income, among that the internal work transfer having the greatest influence and employee income will increase as the number of transfers increases (Li, 2015).
[bookmark: _Toc530745967][bookmark: _Toc531864705]2.3.2 Job Satisfaction with Job-hopping
2.3.2.1 Global Perspectives
When the employee’s job satisfaction is combined with various factors of job, the employee will become extremely sensitive to the satisfaction requirement (Mehrad & Mohammad, 2017). The employee's job satisfaction standard and work obligations are influenced by income opportunity, employee attendance rate and employee punctuality (Salleh et. al., 2015). In addition, Trevor investigated and studied whether there is a positive correlation between employee job satisfaction and job commitment (Vitell et. al., 2015).
When the employee’s evaluation of job satisfaction is low, the employee will have negative emotions and not serious at work, and finally there will be job-hopping behavior (Roos & Eeden, 2015). The organization’s incentive method will also influence the employee’s job satisfaction, this match with Maslow's demand theory and the highest level of demand is self-realization, so employees with high job satisfaction do not choose to change jobs in order to achieve self (Moorthy, 2015).
[bookmark: OLE_LINK61]2.3.2.2 China Perspectives
Once employees are not satisfied with the jobs, it will directly lead to the idea of job-hopping or changing jobs, which is the intention of job-hopping (Liu & Zhang, 2015). Job satisfaction has always been an important factor in the study of employee job-hopping and in the framework of employee stability job satisfaction is an important variable that determines the stability of the entire system (Zhang et. al., 2014). The study of employee job satisfaction and job-hopping is the result of the continuous evolution of the management level of contemporary enterprises (Xu & Li, 2015).
According to the current research results, there is a significant negative correlation between job satisfaction and job-hopping, and the higher the job satisfaction, the lower the chance of job-hopping (Nan, 2015). Because of the different nature of the company, the employee’s job satisfaction and job-hopping intention will be different (Wu & Yao, 2015). For example, the connection between the employee’s job-hopping intention and job satisfaction in the foreign-funded enterprise will be closer (Huang, 2015).
[bookmark: _Toc530745968][bookmark: _Toc531864706]2.3.3 Work Environment with Job-hopping
2.3.3.1 Global Perspectives
The working environment includes various work-related factors, such as the size of the workplace, the comfort of the workplace, the ambient temperature, humidity and brightness, which will influence the employees' physical and mental health (Jain & Kaur, 2015). It is worth noting that unhealthy and unsafe working environments can cause mental or physical harm to employees, and some damages may be irreparable (Mclaggan et. al., 2015). In this fiercely competitive era, organizations with excellent work environments are more likely to be recognized by employees and if the current work environment cannot meet the requirements, employees will choose to job-hopping (Mustapha, 2015).
Employees want to be able to work in a safe and comfortable atmosphere and this environment can improve the efficiency of the employees (Yusuf & Metiboba, 2015). The best working environment is to fit the entire organization's employees, adjust the lighting, temperature, and humidity in the work environment to the right conditions to meet employee requirements (Taiwo, 2015).
2.3.3.2 China Perspectives
Well-run companies will provide employees with the most satisfactory working environment as possible to ensure the safety of the employees and enable employees to work stably, which can reduce employees’ intention to job-hopping (Yao, 2016). Good relationship between the superior and colleagues in the work can greatly improve labor productivity, and it also can better acquire and retain capable employees to continue to serve the organization (Sun & Jiao, 2015).
Satisfactory work environment enables employees to have a sense of belonging in the work, fundamentally eliminate the intention of employees to change jobs and a good working environment enables employees to actively cope with the pressure of work (Lu et. al., 2015). The strong sense of responsibility of employees will allow employees to cherish the own work environment and job opportunities, greatly reducing the chances of employee job-hopping (Zhou & Guo, 2016). Therefore, paying attention to income level, job satisfaction and work environment is very important to the influence of employee job-hopping and only by understanding these factors can companies solve employee job-hopping.


[bookmark: _Toc530745969][bookmark: _Toc531864707]2.4 Grounded Theory
In this project, used the theory of social exchange to support this research 
[bookmark: _Toc530745970][bookmark: _Toc531864708][bookmark: OLE_LINK63][bookmark: OLE_LINK62]2.4.1 Social Exchange Theory
[bookmark: OLE_LINK98][bookmark: OLE_LINK99]Social exchange theory is a psychological concept, which holds that human beings make social decisions on the basis of self-cognition that can obtain value and benefits through action or inaction (Gray, 2014). The theory emphasizes the establishment of human relationships through subjective costs, benefit analysis, and comparison of multiple choices (Daher, 2015). The main characteristics of social exchange theory are interdependence and self – interest and people use this theory to decide whether valuable things in the hands can be exchanged (Bhattacharyya, 2015).
[bookmark: OLE_LINK64][bookmark: OLE_LINK65]In social exchange theory, when individuals perform a series of activities, such as when an employer takes employees seriously, a sense of responsibility arises in the process of exchange, and employees perform the responsibilities in an effective manner (Cropanzano & Mitchell, 2015). Social exchange theory has been successfully applied to explain the job-hopping behavior of employees in organizations, which proves the process of making correlations and maintain (Fu & Deshpande, 2015).
When employees’ income level, job satisfaction and working environment cannot meet the social exchange theory or based on the theory of social exchange (Bhattacharyya, 2015), employees believe that other companies or organizations can better meet the exchange ideas than the current company, then employees will choose to job-hopping to find a better situation, so used this theory to study the job-hopping of Shanghai retail employees (Cropanzano & Mitchell, 2015).
[bookmark: _Toc530745971][bookmark: _Toc531864709]
2.5	Gaps in the Literature
[bookmark: OLE_LINK86][bookmark: OLE_LINK88]Research on employee job-hopping has existed and proved the influence of employee job-hopping behavior (Nair & Salleh, 2015). However, most of the scholars’ research on job-hopping is still concentrated in other industries such as banking, hotels, and nursing industries (Fu & Deshpande, 2015; Kashmoola, Ahmad & Yeoh, 2017; Yean & Yahya, 2015). Few scholars have analyzed job-hopping factors from the perspective of the retail industry (Yusoff et. al., 2015), especially in the context of Shanghai. 
[bookmark: OLE_LINK89][bookmark: OLE_LINK90]There are many studies on employee job-hopping behavior in other industries in China (Fu & Deshpande, 2015; Huang,2015; Jing, 2015), but there are limited studies on employee job-hopping in Shanghai retail industry, so there is still an academic gap in this area. This research can understand the influence of income levels, job satisfaction, and working environment on employee job-hopping behavior in retail industry of Shanghai and help enterprises prevent employee job-hopping.


[bookmark: _Toc530745972][bookmark: _Toc531864710]2.6 Conceptual Framework
The figure 2.6 is a conceptual framework which designed according to the research that influence employee job-hopping in Shanghai retail industry, among which the independent variables include employee income level, employee job satisfaction and employee work environment.
[image: ]
[bookmark: _Toc530563828]Figure 2.6 Conceptual Framework 


[bookmark: _Toc530745973][bookmark: _Toc531864711]2.7 Hypotheses
Based on the research objectives and the literature materials, the research hypotheses are as follows:
H1: Income level has a significant influence on the job-hopping behavior in the retail industry of Shanghai, China.
H2: Job satisfaction has a significant influence on the job-hopping behavior in the retail industry of Shanghai, China.
H3: Work environment has a significant influence on the job-hopping behavior in the retail industry of Shanghai, China.


[bookmark: _Toc530745974][bookmark: _Toc531864712]2.8 Conclusion
The significance of employees to the organization is very important. Any organization that leaves the employees cannot operate normally. The employee’s job-hopping will have many negative influences on the organization. Therefore, it is necessary to study the employee’s job-hopping behavior. This chapter is based on a study of the independent variables that influence employee job-hopping, such as employee income levels, employee job satisfaction, and employee work environment. All of the literature in this chapter supports employee income levels, employee job satisfaction, and employee work environment influence on job-hopping.


[bookmark: _Toc530745975][bookmark: _Toc531864713]  Chapter 3: RESEARCH METHODOLOGY
[bookmark: _Toc530745976][bookmark: _Toc531864714]3.0 Overview
This chapter explaining the research methodology used in this research. The research design is reviewed first and linked back to the framework in chapter two, and then is the analysis unit and time horizon, followed by the sampling design and the questionnaire design. Beside discuss the measurement instruments selected in this research, data collection and generalization. Finally, a discussion of effectiveness, reliability and conclusions.
[bookmark: _Toc530745977][bookmark: _Toc531864715]3.1 Research Design
After setting up the variables and frameworks, the relevant information and data are collected through research design, and the collected data and information are used to analyze and study the determined independent variables and dependent variables (Ridder, 2017). Research design is the guiding blueprint for research that maximizes the control of factors that may interfere with the validity of the research findings (Jennifer, 2017). Parahoo (2015) defines research design as a plan to describe how, when, and where to collect and analyze data.
Research design is important for a research and research design has an extremely important influence on the reliability of the results obtained by the research, so the research design provides a solid foundation for the whole research (Saunders, Lewis & Thornhill, 2015). Research design allows many research operations to go smoothly, ensuring that research is as effective as possible, while maximizing information with less effort, money and time (Jolles & Martinez, 2017). Figure 3.1 shows the research design used in this research.
[image: C:\Users\karling.lee\Documents\IU2008$\Postgrad2008\BRM2008\BRM-LS2008$$\BRMLS-BB2008$\research-design-1 (2).jpg]
[bookmark: _Toc530563829]Figure 3.1 Research Design Framework
Source: Sekaran & Bougie (2017)
This research is quantitative descriptive correlation design. Quantitative research produced numerical data for this study and quantitative methods are generally called deductive methods, in a manner, it is an inference of population characteristics (Saunders, et al., 2015). The purpose of quantitative research is to use quantitative information to express, estimate and test theory (Cooper & Schindler, 2015). This study is a descriptive research because it examines the relationship between income levels, job satisfaction, and work environment with job-hopping behavior (Mertler & Reinhart, 2016). This research is also a correlation design in order to establish the relationship between independent variables and dependent variables in the research (Kumar, 2014). According to the correlation research the purpose of this research is to determine the influence of income levels, job satisfaction, and working environment on employee job-hopping behavior in retail industry of Shanghai in China.
[bookmark: OLE_LINK73]The extent of interference in this research is minimum, because the study used the form of a questionnaire and was based on a co-relationship study of the workplace’s natural environment, the researchers had less interference in the workflow (Shan, 2015). The environment of this research is non-contrived, because correlation research has always been performed in a non-designed environment, and causal studies are the most rigorous and are carried out in man-made laboratories (Hwang, 2017).
[bookmark: _Toc530745978][bookmark: _Toc531864716]3.2 Unit of Analysis and Time Horizon
The analysis unit is regarded as the main content of the research and the data can be analyzed in the subsequent data analysis stage, so the individuals of Chinese can be selected for data collection (Chen, 2016). Therefore, the unit of analysis is the individual of job-hopping behavior among Chinese in Shanghai retail industry and due to different participants, the expected results of the questionnaire will be different, because these employees are employed by different retail companies in Shanghai (Wang, 2015). 
The time horizon is important to the results of the study, and specific research objectives will influence the duration of the study (Gounaris & Boukis, 2015). The time scale used in this research is a cross sectional study, which is to collect data from interested populations at the single moment in time, that is to say, collected questionnaire at the end of the answer and once only from the respondents (Zikmund, Babin, Carr et.al., 2015).


[bookmark: _Toc530745979][bookmark: _Toc531864717]3.3 Sampling Design
[bookmark: OLE_LINK111][bookmark: OLE_LINK112]The sample design is usually chosen to measure the unit of the sample, and the sampling technique can be divided into two types, one is probability sampling and the other is non-probability sampling (Saunders, et al., 2015). Researchers look for the right population, individuals and regions to conduct the sampling process (Park & Park, 2016). Sampling design is important because it guides researchers in extracting samples from research objectives, and the right samples ensure that data collection and analysis are valid for the results (Reams, Nicholls, Hair & Baker, 2017).
In this research, the population is individual. Because in retail industry employees are very important for the companies, employees are the core of the companies, so use employees in the retail industry as the population can find reasons why the employees choose to job-hopping and help companies avoid employees job-hopping behavior happened.
[bookmark: _Toc530745980][bookmark: _Toc531864718]3.3.1 Sampling Plan
[bookmark: OLE_LINK106][bookmark: OLE_LINK107][bookmark: OLE_LINK83][bookmark: OLE_LINK84]The formulation and design of the sample plan is based on quality requirements and mathematical statistical theory (Tomohiroa, Arizonoa & Tak, 2016). The sample plan is a detailed outline of when, what materials, what methods and who will make the measurements, and the sample plan produces data that includes representative samples of the parameters of interest (Aslam, 2017). The sampling method has probability sampling and non-probability sampling, wherein probability sampling gives equal opportunities to each unit of the population and is randomly selected for research (Saunders, et al., 2015). Non-probability sampling is a method for researchers to select samples according to the convenience or subjective judgment of the research (Yang, Xing & Wang, 2017). So, in this research, the researchers selected convenience sampling in non-probability sampling to measure the sample units, because the respondents of this research are the retail employees in Shanghai, the questionnaire is sent to this group of people instead of anyone.
[bookmark: OLE_LINK113][bookmark: OLE_LINK114]Through the understanding of the above two sampling methods, this research used the method of convenience sampling in non-probability sampling. Because in the convenience sampling, the sample is limited to a part of the population that is easy to extract (Saunders, et al., 2015), convenient sampling is the simplest method of non-probability sampling, saving time and money, because the time for doing research is only a few months. Therefore, convenience sampling in non-probability sampling can meet the requirements of this research.
[bookmark: _Toc530745981][bookmark: _Toc531864719]3.3.2 Sample Size
[bookmark: OLE_LINK87]The sample size measures the number of individual samples or the results of the experiment and it is the number of individual samples or observations that must be set in each statistic, and the choice of sample size is the key determinant of the study (Ridder, 2017). Krejcie and Morgan (1970) created a table to clarify the sample size and to select the correct sample size.
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[bookmark: _Toc530748396]Table 3.3.2 Table for Determining Sample Size for a Finite Population
Source: Krejcie and Morgan (1970)
[bookmark: OLE_LINK76][bookmark: OLE_LINK77]According to the Shanghai Municipal Statistics Bureau in 2017, Shanghai has 4 million employees in the retail industry and is expected to reach 4.2 million in 2019 (Shanghai Municipal Statistics Bureau, 2017). As can be seen from the tables of Krejcie and Morgan (1970), the population size of 1,000,000 needs to set a sample size of 384. Therefore, it is expected that 400 online questionnaires will be distributed within two weeks to conduct a questionnaire survey of 400 Shanghai retail employees. Assuming 63% of the responses to the questionnaire are valid, then the number of valid online questionnaires is 250, which is have enough power to statistical significance.
[bookmark: _Toc530745982][bookmark: _Toc531864720]3.4 Questionnaire Design
[bookmark: OLE_LINK104][bookmark: OLE_LINK105]The data collection technique of the questionnaire system consists of a number of questions and requires participants to answer the listed questions to determine the participants’ attitudes and the problem setting is the questionnaire design (Lavrakas, 2015). The researchers divided the online questionnaire into three parts: A, B, and C. Part A is the demographic profile. Part B and C use the Likert scale format of five-point to represent the measurement concept. The “strong disagree” is 1, “Strongly agree” is 5. In Section B, respondents were asked to answer questions about independent variables: income level, job satisfaction, and work environment. In Section C, respondents were asked to answer the question of dependent variables, which is job-hopping behavior in retail industry of Shanghai, China.
	[bookmark: _Hlk519018042]Section
	Variable
	Items
	Source

	A
	Demographic
	4
	Hooi (2007); Milman (2003) 

	
	Profile
	
	

	B (Independent
Variables)
	Income level
	5
	

	
	
	
	Heinicke & Thomsen (2015);

	
	
	
	Lu & Alon (2015)

	
	Job Satisfaction
	5
	Alam & Mohammad (2015);
Mehrad& Mohammad (2017)

	
	Work Environment
	5
	Mclaggan, Bezuidenhout & Botha (2015);

	
	
	
	Spence (2015)

	C (Dependent
	Job Hopping
	5
	Ganco, Ziedonis & Agarwal (2015);

	Variable)
	Behavior
	
	Nouri & Parker (2015) 

	
	
	
	Robinson (2015)


[bookmark: _Toc530748397]Table 3.4 Summary Table of Questionnaire
[bookmark: _Toc530745983][bookmark: _Toc531864721]3.5 Pilot Test
Before starting formal quantitative studies, a small sample size must be tested, and this test is called a pilot test (Hwang, 2017). In general, in an experimental study of a large sample size, pilot testing can provide meaningful reference value (Copper & Bramwell, 1992). In the pilot test, the sample size used was 10% of the total sample size of the study (Barnham, 2015). The total sample size of this study is 384, so according to the above situation, the sample size of the pilot test is 40, which is distributed online questionnaire for the pilot test of 40 employees working in Shanghai retail industry. These 40 sample size data are then used to perform factor analysis, reliability test, and correlation matrix to determine if the data is sufficient for the research (Boari & Ruscone, 2015).
[bookmark: _Toc530745984][bookmark: _Toc531864722]3.5.1 Pilot Test: Factor Analysis
[bookmark: OLE_LINK78][bookmark: OLE_LINK108]Factor analysis is a method which often used in statistics to observe and describe the variability between dependent variables and independent variables (Çokluk & Koçak, 2016). It is called a factor because there may be some variables that are not observed in the variable (Dodou, 2015). In factor analysis, the researchers reduced the number of variables to be analyzed by increasing the high correlation of variables by reducing dimensions (Jolles & Martinez, 2017).
[bookmark: OLE_LINK82]KMO Bartlett’s Test of Sphericity
[bookmark: _Hlk529024252][bookmark: _Hlk529024426][bookmark: OLE_LINK109][bookmark: _Hlk529024481][bookmark: OLE_LINK110]Factor analysis of the collected data involves KMO Bartlett's spherical test, which determines whether the data collected and the items in the structure are relevant and can be analyzed in the next step (Kumar, 2014). The range of KMO values is from 0 to 1, so when the value of KMO is greater than 0.6, there is a strong correlation between variables, and the original variables are suitable for factor analysis (Zheng, Wei, Zhang & Yang, 2016). Conversely, when the value of KMO is less than 0.6, it indicates that the correlation between variables is weak, and the original variable is not suitable for testing in factor analysis (Hitczenko, 2015). In the Bartlett's spherical test, the independent variable and the dependent variable are run separately and if the value of the independent variable is less than 0.6, it indicates that the independent variables are wrong and needs change independent variables (Mertler & Reinhart, 2016). If the value of the dependent variable is less than 0.6, the number of questions with the dependent variable are insufficient, and the number of questions needs to be increased (Zikmund, et al., 2015).
Factor Loading
[bookmark: _Hlk529024539][bookmark: _Hlk529024558][bookmark: OLE_LINK115][bookmark: OLE_LINK116]The factor load is part of the results of the factor analysis, which can be a reduction in data (Otten & Riet, 2018). The role of the factor loading is to rank the factors that influence the questionnaire items by importance (Stochi, Jones, and Perez, 2016). If the value of the factor loading is greater than 0.6, it indicates that the factor has a strong influence on the variable (Dodou, 2015). If the value of the factor loading is less than 0.6, then the questions in the variable needs to be changed but if the value of the factor loading is greater than 0.5 and less than 0.6, the retention questions can be selected, because the sample size of the pilot test is 10% of the total sample size, it will be some deviation (Cooper & Schindler, 2015).
Eigenvalues
The eigenvalue is an important component of the variance, and each factor has an eigenvalue when doing factor analysis (Çokluk & Koçak, 2016). The eigenvalues represent how many variances the factor can interpret in all variables, and the eigenvalues must be greater than 1, and the number of eigenvalues is equal to the number of independent variables (Kumar, 2014). If the eigenvalue is too small, it means that this factor can only explain a very small number of variables, which is not helpful to reduce the number of variables (Zheng, et al., 2016).
[bookmark: _Toc530745985][bookmark: _Toc531864723]3.5.2 Pilot Test: Reliability Test	
[bookmark: OLE_LINK81][bookmark: OLE_LINK85]Reliability test is the use of relevant programs to calculate the reliability measurements of commonly used scale and showing information between each item in the relevant scale (Boari & Ruscone, 2015). Internal consistency testing is the assessment of test items that measure the same structure to ensure that all test items are measuring the concepts items should measure (Barnham, 2015). Cronbach Alpha is also able to measure the reliability of the study, and the accepted value of Cronbach Alpha is between 0.7 and 0.95, if the value is higher that mean the data is more reliable (Goertzen, 2017). If the value of Cronbach Alpha is greater than 0.6 and less than 0.7, then the question needs to be rejected; if the value is less than 0.6, the original question needs to be deleted and change (Boari & Ruscone, 2015).
[bookmark: _Toc530745986][bookmark: _Toc531864724][bookmark: OLE_LINK74][bookmark: OLE_LINK75]3.5.3 Pilot Test: Correlation Matrix
The correlation matrix is usually a table that provides all the associations between the variables used in the analysis, that is, provides correlation coefficients and the correlation between variables are based on a P-value of less than 0.05 (Yang, et al., 2017). The correlation matrix is a symmetric table, where the intersection of a given row and a given column is the correlation coefficient between the two variables, and the correlation of the main diagonal is 1, because the two are the same variable, so the table is usually only show half (Stochi, et al., 2016). There can be no correlation between different independent variables, because if different independent variables are correlated, then the two independent variables are the same variable (Zikmund, et al., 2015). Each dimensions of the same independent variable can be correlated or no correlated but each item in the dependent variable must have correlated (Barman & Bell, 2015).
[bookmark: _Toc530745987][bookmark: _Toc531864725]3.6 Measurements
Measurement is the process of recording and discussing observations and is part of the collection in research work (Hwang, 2017). The basic concepts of measurement must be understood when measuring, such as the meaning of the measurement level and the reliability of the research measurement (Stochi, et al., 2016). Measurements are descriptions of values and features that enable researchers to compare events and features (Goertzen, 2017). Quantitative research has the ability to make predictions based on statistics, and researchers can use statistical tests to generate descriptive quantities and make predictions (Saunders, et al., 2015).
[bookmark: _Toc530745988][bookmark: _Toc531864726]3.6.1 Descriptive Information
Demographic profile data is a socially conceptual nature of statistics and represents a specific location with time and related environment (Barnham, 2015). Demographic profile can help researchers identify factors that may influence respondents to choose an answer and to determine that the answers collected are of research significance (Goertzen, 2017). This research is based on employees from the China’s retail industry and employee job-hopping behavior, so the three aspects of demographic profile are age, years in the company, and position (Liao, 2015). The purpose of demographics profile is to be able to discover the influence of employee job-hopping in that particular industry (Wang, 2015).


[bookmark: _Toc530745989][bookmark: _Toc531864727]3.6.2 Preliminary Test
Preliminary test was conducted according to pilot test, which was a further test of the research to develop different aspects of the test procedure to facilitate the implementation of the test (Goertzen, 2017). The purpose of the preliminary test is to improve intervention and assess acceptability (Barnham, 2015). In the pilot test of this research, 40 questionnaires were distributed, so according to the total sample size of the research, 400 questionnaires were distributed in the preliminary test (Cooper & Schindler, 2015). Preliminary test still requires factor analysis and reliability test (Aslam, 2017).
3.6.2.1 Factor Analysis
The preliminary test must be performed after the pilot test, so the factor analysis must be based on the preliminary test (Nasution, Afiyanti & Milanti, 2018). Implementing factor analysis can help researchers assess the importance of different factors (Mazurek & Perzina, 2017). Through factor analysis, researchers can reduce the high correlation and quantity of variables (Jolles & Martinez, 2017).
KMO Bartlett’s Test of Sphericity
[bookmark: OLE_LINK91][bookmark: OLE_LINK93]KMO Bartlett’s Sphericity test is extremely important to the research because the results of this test can assess whether each factor is appropriate for the research (Yang, et al., 2017). The applicability of the factor in the research can be judged based on the value of KMO Bartlett’s Sphericity test, and if the value of test is greater than 0.6 then this factor is suitable for this research (Zheng, et al., 2016). If the value of KMO Bartlett’s Sphericity is less than 0.6, then it is proved that there is a weak correlation between the variables and the variable is not suitable for factor analysis (Hitczenko, 2015). When the value of the dependent variable is less than 0.6, it is necessary to check whether the questions of the dependent variable are qualified; when the value of the independent variable is less than 0.6, it is necessary to carefully consider whether the independent variables are inappropriate (Mertler & Reinhart, 2016).
Factor loading
In the factor analysis results of SPSS, the factor loading of the preliminary test will appear, which can promote the interpretation of the factor (Hossain, 2017). From the results of the factor loading, it can be seen which factors or data need to be retained or deleted, because a factor loading of less than 0.6 represents a lower level relationship between the problem and the data (Onen, 2016). Therefore, in the preliminary test, the value of all the questions must be greater than 0.6, in order to ensure that the question and the variable have a higher relationship (Dodou, 2015).
Eigenvalues
The number of eigenvalues is the same as the number of independent variables and the value is greater than 1, so this research has 3 independent variables which mean eigenvalues must be 3 and values greater than 1 (Kumar, 2014). If the eigenvalue is less than 1, it means that the factor is not enough to explain the variable, and it cannot provide the basis for reducing the variable (Zheng, et al., 2016). If it appears in the pilot test that there are three eigenvalues and are greater than 1 but there are four eigenvalues in the preliminary test and are greater than 1, check whether the dependent variable is added when running the test (Çokluk & Koçak, 2016). Or the researcher can re-run the correlation matrix to find out which questions are correlated and combine the correlated questions (Saunders, et al., 2015).
3.6.2.2 Reliability Test
[bookmark: OLE_LINK94][bookmark: OLE_LINK95]The value of Cronbach Alpha can test the reliability of the questionnaire items, so the reliability of the questionnaire item is the main purpose of the reliability test (Bener & Alsulaiman, 2017). The Cronbach Alpha value of the questionnaire items are greater than 0.7, indicating that the questionnaire items are available and has high reliability (Çokluk & Koçak, 2016). Reliability testing must be performed after factor analysis to ensure that all factors in the factor analysis are reliable and suitable (Park & Park, 2016). If there is a situation where the Cronbach Alpha value is less than 0.7, the researcher needs to remove the question (Saunders, et al., 2015).
[bookmark: _Toc530745990][bookmark: _Toc531864728]3.6.3 Hypotheses Test
Hypotheses test is a method of testing surveys or experimental results to ensure that the results of the research are meaningful (Barnham, 2015). Hypothesis testing is the procedure by which a researcher accepts or rejects this hypothesis, or the process of selecting hypotheses for a particular probability distribution based on observed data (Lavrakas, 2015).


Multiple Regression
[bookmark: _Hlk519384175][bookmark: _Hlk519383760][bookmark: OLE_LINK92][bookmark: OLE_LINK96]Multivariate regression analysis is a method of establishing statistical analysis by treating one variable as an independent variable and one or more other variables as dependent variables (Kumagai & Hayashi, 2015). The coefficients range from -1 to +1, where the numbers represent the strength of the relationship, and "-" and "+" represent the direction of the relationship, so if the coefficient is close to 1, the regression model can fully explain the variation in the variable (Barnham, 2015). The significance of P less than 0.05 was accepted in the research (Barman & Bell, 2015). demonstrates the adaptability of the regression model and changes in the independent variables can account for the percent variance of the dependent variable (Sprenger, 2015). If  is close to 1, the regression model can account for the variation of the dependent variable; if  is close to 0, the regression model cannot explain the variation of the data, so the  must greater than 0.5 (Sekaran & Bougie, 2017).
Beta coefficient
The beta coefficient, also called the normalized beta coefficient, is used to compare the intensity of the influence of each independent variable on the dependent variable and the higher the absolute value of the beta coefficient, the stronger the influence (Bener & Alsulaiman, 2017). The beta coefficient takes the standard deviation as a unit so that the variables can be easily compared (Sprenger, 2015). Different scales and units can be used for comparison in regression analysis, so the beta coefficient indicates that researchers can compare the relative importance of each coefficient in the regression model (Celik, et al., 2015). When the beta coefficient is closer to 1, it means that the independent variable has more influence on the dependent variable (Barman & Bell, 2015).
[bookmark: _Toc530745991][bookmark: _Toc531864729]3.7 Conclusion
This chapter explains and explains the research methods used in the research, in addition to identifying populations, sample sizes, questionnaire formats and measurements. The purpose of the research methodology and measurements used in this chapter is to identify the relationship between income levels, job satisfaction, work environment and employee job-hopping in the retail industry in Shanghai, China.


[bookmark: _Toc530745992][bookmark: _Toc531864730]Chapter 4: RESEARCH FINDINGS
[bookmark: _Toc530745993][bookmark: _Toc531864731]4.0 Overview
In this chapter, a series of data analysis were performed on 299 questionnaires collected using SPSS. The first step is to perform a pilot test to identify problems that may arise in the study, then is a description of the demographic characteristics and the information in the table. The main tests in the pilot test included factor analysis, reliability testing and correlation testing. In addition, in order to understand the relationship and the measure the hypotheses between the independent variables and dependent variables, linear regression testing was used.
[bookmark: _Toc530745994][bookmark: _Toc531864732]4.1 Pilot Test
The sample size selected in the pilot test was 10% of the total sample size, and the total sample size in this study was 384, so the sample size for the pilot test was 40 (Barnham, 2015). The main purpose of pilot testing is to measure the feasibility and existing problems of the factors before the preliminary test to improve the reliability of the information (Boari & Ruscone, 2015).
[bookmark: _Toc530745995][bookmark: _Toc531864733]4.1.1 Factor Analysis in Pilot Test
[image: C:\Users\lenovo\AppData\Local\Temp\1542791238(1).png]
[bookmark: _Toc530748398]Table 4.1.1.1 KMO and Bartlett’s Test (Dependent Variable)
Job-hopping Behavior
	               Items
	           Factor Loading

	I often think about quitting my job.
	              0.617

	I am likely to look for different organization to work in in the short term.
	              0.726

	I feel disjointed and not engaged in this organization.
	              0.824

	I do intend to quit my job within the next year/short term.
	              0.684

	I do not hope to have a long future with this company.
	              0.553

	Variance (percent of explained)
	              68.084


[bookmark: _Toc530748399][bookmark: OLE_LINK117][bookmark: OLE_LINK118]Table 4.1.1.2 Communalities of Dependent Variable

[image: C:\Users\lenovo\AppData\Local\Temp\1542792550(1).png]
[bookmark: _Toc530748400]Table 4.1.1.3 Total Variance Explained of Dependent Variable
Table 4.1.1.1 shows the results of the KMO Bartlett’s test of Sphericity, from which KMO>0.6 is shown, so the dependent variable of the study is acceptable. Therefore, according to the test results, the factors of employee job-hopping behavior are applicable to the experimental assessment of this research. The p-value of the above KMO Bartlett’s test of Sphericity is 0.00 and less than 0.05. In addition, in the Communalities, the first four items of the dependent variable are greater than 0.6, and the last item value is 0.553, according to Cooper and Schindler (2015) if the value of the factor loading is greater than 0.5 and less than 0.6, the retention questions can be selected, because it can be seen from the previous research that the item is very important and makes sense for the research. According to the eigenvalues in Table 4.1.1.3, 68.084% of the variations within the items in the construct can be explained, so the dependent variable can be used for subsequent research analysis. Therefore, all requirements of the factor analysis for the dependent variable in the pilot test are accepted.
[image: C:\Users\lenovo\AppData\Local\Temp\1543744757(1).png]
[bookmark: _Toc530748401]Table 4.1.1.4 KMO and Bartlett’s Test (Total Independent Variables)
Income Level
	               Items
	           Factor Loading

	I am satisfied with my current salary.
	              0.636

	[bookmark: _Hlk530687965]I think my current wage/ salary is comparable to the standard income in this industry.
	              0.671

	I think that my hard work is proportional to my income.
	              0.544

	I believe that my income is appropriate to my position and qualification.
	              0.632

	I think that the annual salary increment is acceptable when compared to other companies in the industry
	              0.642


[bookmark: _Toc530748402]Job Satisfaction
	               Items
	          Factor Loading

	I am contented with this type of work.
	              0.816

	I am enjoying this job.
	              0.818

	I can learn much and grow fast by doing this job.
	              0.874

	I feel I am important when I do this work.
	              0.812

	I think my job is very interesting and satisfying
	              0.883



[bookmark: _Toc530748405]Work Environment
	               Items
	          Factor Loading

	The physical working condition of my firm are very good.
	              0.654

	The method of work measurement is reasonable in my firm.
	              0.643

	I am satisfied with my working time and privileges offered
	              0.836

	My company is always moving toward to improve ways of doing things.
	              0.553

	My organization is always utilizing new technologies to work.
	              0.759


Table 4.1.1.5 Communalities of Total Independent Variables
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[bookmark: _Toc530748411]Table 4.1.1.6 Total Variance Explained of Total Independent Variables
The result of KMO Bartlett’s test of Sphericity is shown in Table 4.1.1.4, where the value of KMO is 0.676, greater than 0.6. In the communalities, the third item of income level and the fourth item of job satisfaction have factor loading of 0.544 and 0.553, respectively. According to Kumar (2014), in the pilot test, when the factor loading is less than 0.6 but greater than 0.5, this factor is acceptable and analyzed in the preliminary test, because these items are important to research and have reference value, these two should be retain. For the eigenvalue table provided by the total independent variable, it can be concluded that the number of eigenvalues is the same as the number of independent variables and these 3 eigenvalues are greater than 1. It can be seen that the three factors of this study are relevant and appropriate for subsequent analysis and statistical tests.
[bookmark: _Toc530745996][bookmark: _Toc531864734]4.1.2 Reliability Test in Pilot Test
	
	   Cronbach’s Alpha
	   Number of Items

	Income Level
	        0.814
	           5

	Job Satisfaction
	        0.948
	           5

	Work Environment
	        0.879
	           5

	Job-hopping Behavior
	        0.882
	           5


[bookmark: _Toc530748412]Table 4.1.2 Summary of Reliability Test
The main purpose of reliability testing is to verify the reliability of data through internal consistency. According to Kumar (2014), if the value of Cronbach’s Alpha is between 0.7 and 0.8, the data is reliable. If the value of Cronbach’s Alpha is greater than 0.8, the data is excellent. From the table 4.1.2.1, it can be found that the Cronbach’s Alpha value of each variable is greater than 0.8, so all the data in the questionnaire is reliable, which means that the questionnaire has research value.


[bookmark: _Toc530745997][bookmark: _Toc531864735]4.1.3 Correlation Matrix Analysis
[image: C:\Users\lenovo\AppData\Local\Temp\1543747832(1).png]
[bookmark: _Toc530748413]Table 4.1.3.1 Summary of Correlations (Independent Variables)
The purpose of running correlation matrix analysis is to measure whether there is an internal correlation between variables. It can be seen from the correlation matrix of Table 4.1.3.1 that all different independent variables are irrelevant, while the items under the same independent variable are related. So, all the above items are acceptable and can be used for the next analysis.
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[bookmark: _Toc530748414]Table 4.1.3.2 Summary of Correlations (Dependent Variable)
Table 4.1.3.2 is a correlation matrix of dependent variable. It can be seen from the table that all items of the dependent variable are related and therefore acceptable and applicable.
[bookmark: _Toc530745998][bookmark: _Toc531864736]4.2 Demographic Characteristics Description
The questionnaire for this study was distributed through the Internet, mainly through WeChat and web links. And the target respondents are employees of the Shanghai retail industry. At present, there are 4 million retail employees in Shanghai (Shanghai Municipal Statistics Bureau, 2017), according to Krejcie and Morgan (1970), the total sample size selected in this study was 384, so 400 questionnaires were distributed to the respondents, and 309 questionnaires were received. Of these, 10 questionnaires were not available, so there were 299 questionnaires available and used for preliminary testing.
	
	      Frequency
	      Percentage

	Male
	80
	26.8

	Female
	219
	73.2

	Total
	299
	100.0


[bookmark: _Toc530748415]Table 4.2.1 Gender
As can be seen from Table 4.2.1, 80 of the 299 respondents were male, accounting for 26.8% of the total, and 219 were female, accounting for 73.2%. So, the survey respondents were mostly women.
	[bookmark: _Hlk530663468]
	      Frequency
	      Percentage

	Below 21 years old
	49
	16.4

	21-30
	111
	37.1

	31-40
	80
	26.8

	41-50
	34
	11.4

	More than 50
	25
	8.4

	Total
	299
	100.0


[bookmark: _Toc530748416]Table 4.2.2 Age
Table 4.2.2 shows the age distribution of respondents. Of the 299 respondents, 111 were 21-30 years old, accounting for 37.1%. The second largest number was respondents aged 31-40, with a total of 80, accounting for 26.8% of the total respondents. The lowest number of respondents were those over the age of 50, only 25, accounting for 8.4% of the total.
	
	      Frequency
	      Percentage

	High school/ Diploma
	73
	24.4

	Bachelor degree
	143
	47.8

	Master
	53
	17.7

	PhD
	17
	5.7

	Others
	13
	4.3

	Total
	299
	100.0


[bookmark: _Toc530748417]Table 4.2.3 Education Background
Table 4.2.3 shows the educational background of the respondents, of which 143 were bachelor degrees, accounting for 47.8% of the total. Therefore, the educational background of bachelor degree is very important. Next are high school and master, with 73 (24.4%) and 53 (17.7) respectively. The educational background of 13 respondents was not within the above range, accounting for only 4.3% of the total.


	
	      Frequency
	      Percentage

	Store sales
	139
	46.5

	Store manager
	  90
	30.1

	Store supervisor
	49
	16.4

	Store owner
	21
	7.0

	Total
	299
	100.0


[bookmark: _Toc530748418]Table 4.2.4 Occupation
Table 4.2.4 shows the occupation of the respondents. Of those, 139 were store sales and accounting for 46.5% of the total. Store manager and store supervisor ranked second and third, with 90 (30.1%) and 49 (16.4%), respectively. Therefore, it can be seen that the information of store sales is very important for this study.
[bookmark: _Toc530745999][bookmark: _Toc531864737]4.3 Preliminary Data Analysis
[bookmark: _Toc530746000][bookmark: _Toc531864738]4.3.1 Factor Analysis
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[bookmark: _Toc530748419]Table 4.3.1.1 KMO and Bartlett’s Test (Dependent Variable)

Job-hopping Behavior
	               Items
	           Factor Loading

	I often think about quitting my job.
	              0.731

	I am likely to look for different organization to work in in the short term.
	              0.708

	I feel disjointed and not engaged in this organization.
	              0.870

	I do intend to quit my job within the next year/short term.
	              0.795

	I do not hope to have a long future with this company.
	              0.766

	Variance (percent of explained)
	              77.396


[bookmark: _Toc530748420]Table 4.3.1.2 Communalities of Dependent Variable
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[bookmark: _Toc530748421]Table 4.3.1.3 Total Variance Explained of Dependent Variable
As can be seen from Table 4.3.1.1, the value of KMO is 0.881, which is already greater than 0.6, so this dependent variable can be used. At the same time, from Tables 4.3.1.2 and 4.3.1.3, it can be found that the factor loading of each items of the dependent variable is greater than 0.6, and the eigenvalue is greater than 60%, so the result of the analysis can prove that the job-hopping behavior can be used as the dependent variable.
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[bookmark: _Toc530748422]Table 4.3.1.4 KMO and Bartlett’s Test (Total Independent Variable)
	Items
	Factor Loading

	Income Level
	                

	I am satisfied with my current salary.
I think my current wage/ salary is comparable to the standard income in this industry.
	0.616
0.703

	I think that my hard work is proportional to my income.
	          0.675

	I believe that my income is appropriate to my position and qualification.
	0.651

	I think that the annual salary increment is acceptable when compared to other companies in the industry
	0.617

	Job Satisfaction
I am contented with this type of work.
I am enjoying this job.
I can learn much and grow fast by doing this job.
I feel I am important when I do this work.
I think my job is very interesting and satisfying.
Work Environment
The physical working condition of my firm are very good.
The method of work measurement is reasonable in my firm.
I am satisfied with my working time and privileges offered.
My company is always moving toward to improve ways of doing things.
My organization is always utilizing new technologies to work.
	
0.788
0.863
0.703

0.816
          0.669

            
          0.749

0.602

0.618
	
          0.777
           
0.831


[bookmark: _Toc530748423]Table 4.3.1.5 Summary of Communalities (Total Independent Variable)
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[bookmark: _Toc530748424]Table 4.3.1.6 Total Variance Explained
The factor loading in the preliminary test is must greater than 0.6 (Sekaran & Bougie, 2017). Therefore, Table 4.3.1.5 is the result of the factor loading for all independent variables and the factor loading of each item is greater than 0.6. Beside the value of KMO is 0.867 which is greater than 0.6. There are 3 eigenvalues and greater than 1, so the study in the above case is reasonable.
[bookmark: _Toc530746001][bookmark: _Toc531864739]4.3.2 Reliability Test
	
	   Cronbach’s Alpha
	   Number of Items

	Income Level
	        0.863
	           5

	Job Satisfaction
	        0.920
	           5

	Work Environment
	        0.890
	           5

	Job-hopping Behavior
	        0.927
	           5


[bookmark: _Toc530748425]Table 4.3.2 Summary of Reliability
Table 4.3.2 shows the reliability test summary for 3 independent variables and 1 dependent variable. It can be seen from the table that the Cronbach’s Alpha values of all variables are greater than 0.7, so the information in the questionnaire is valid, and all variables are in good confidence intervals.
[bookmark: _Toc531864740]4.4 Normality test
In the study, the normality of the data collected needs to be evaluated, and for many statistical processes, the normality of the data must be evaluated because it is an important hypotheses in parametric testing and if the normal hypotheses is invalid, the test results will not be reliable (Das & Imon, 2016).
[bookmark: _Toc531864741]4.4.1 Normal Q-Q Plot
Q-Q plot is short for the quantile-quantile plot, a graphical technique used to determine if two data sets have a common distribution (Ghasemi & Zahediasl, 2012). A 45-degree reference line is drawn in the graph and if the two sets come from a population with the same distribution, then the points should be roughly along this reference line, if the further away from this line, the two data sets come from differently distributed people (Park, 2015).
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Table 4.4.1 Summary of Normal Q-Q Plot
Table 4.4.1 shows the normal Q-Q plot of the four variables. As can be seen from the table, most of the points of each variable are arranged along the 45-degree reference line, which means that the data comes from the same distribution group. That is, it conforms to the normal distribution. Therefore, the data meets the requirements.


[bookmark: _Toc531864742][bookmark: OLE_LINK97][bookmark: OLE_LINK127][bookmark: OLE_LINK130][bookmark: OLE_LINK131]4.4.2 Homoscedasticity
Homoscedasticity refers to the condition that the variance of the residual or error term is constant in the regression model, that is, as the value of the predictor changes, the error term does not change much (Yang & Mathew, 2018). If the variation of error variance near the regression line is obvious, the regression model may not be clearly defined, and the lack of homoscedasticity may mean that the regression model may need to include additional predictors to explain the performance of dependent variables (Raafat & Tolba, 2015).
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[bookmark: OLE_LINK128]Table 4.4.2.1 Normal P-P Plot of Regression Standardized Residual
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[bookmark: OLE_LINK129]Table 4.4.2.2 Scatterplot
Table 4.4.2.1 shows the normal P-P plot of regression standardized residual. It can be seen from the table that the residuals are roughly distributed in the vicinity of the reference line and are normally distributed, indicating that there are no normality hypotheses that violates the regression model, so it can be reasonable. The sample was observed to be from a normal distribution. Table 4.4.2.2 is a scatterplot. It can be seen from the table that the scatter plot shows that there is no general pattern. All the points scattered around the zero mean have no systematic positive and negative trends and are randomly distributed. This means that the residuals have a common variance and therefore do not violate the assumption of homoscedasticity.


[bookmark: _Toc531864743]4.5 Hypotheses Testing
The above data analysis proves that the questionnaire information collected on the Internet is reliable, so the hypotheses test will be carried out on these data to verify the relationship between the independent variables and the dependent variable (Kumar, 2014).
[bookmark: _Toc531864744]4.5.1 Simple Multiple Regression
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[bookmark: _Toc530748426]Table 4.5.1.1 Model Summary
Table 4.5.1.1 is a model summary. It can be seen that the value of R-squared is 0.657, which means that 65.7% of the job-hopping behavior can be explained by the independent variables: income level, job satisfaction and work environment. In addition, the value of Durbin-Watson is greater than 1.5 and very close to 2, which indicates that there is no obvious correlation between residuals, that is, residuals are independent. 
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[bookmark: _Toc530748427]Table 4.5.1.2 ANOVA
As can be seen in Table 4.5.1.2, the p-value is 0.00 and less than 0.05, the requirements are met. Therefore, the regression model is statistically significant, meaning that the independent variables can be used to test job-hopping behavior.
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[bookmark: _Toc530748428]Table 4.5.1.3 Coefficients
Check the variable inflation factor (VIF) to make sure there are no multicollinearity problems. When the correlation between the indexes of the same structure is too high, multicollinearity problem will occur and according to Sekaran and Bougie (2017), the VIF value is less than 5 to ensure that the items does not overlap within the same constructs. As can be seen in Table 4.5.1.3, the VIF is less than 5, this shows that there is no multicollinearity. 
As can be seen from the above table, the beta coefficient of the income level is 0.033 and the p-value is 0.331 greater than 0.05, so this independent variable has no significance. In other words, H1: Income level has a significant influence on the job-hopping behavior in the retail industry of Shanghai, China should be rejected.
For job satisfaction, the beta coefficient of this independent variable is 0.162 and the p-value is less than 0.05, it has significance. Therefore, the H2: Job satisfaction has a significant influence on the job-hopping behavior in the retail industry of Shanghai, China is supported.
For the work environment, the beta coefficient is 0.692 and the p-value is 0.00, less than 0.05, so this independent variable has a significance influence on the dependent variable, so H3 Work environment has a significant influence on the job-hopping behavior in the industry of Shanghai, China is supported.
[bookmark: _Toc531864745]4.6 Summary of Findings
According to the results of the above hypothesis test, H2 and H3 are accepted, that is, job satisfaction and work environment influence the job-hopping behavior. At the same time, the above hypotheses test results indicate that H1 is rejected, which means that income level cannot be a predictor of job-hopping behavior. The following table is a summary of the hypotheses testing findings.
	Hypotheses
	Finding 
	conclusion

	H1: Income level has a significant influence on the job-hopping behavior in the retail industry of Shanghai, China.
	P-value=0.331
No significant
	Rejected

	H2: Job satisfaction has a significant influence on the job-hopping behavior in the retail industry of Shanghai, China.
	P-value= 0.000
[bookmark: OLE_LINK120][bookmark: OLE_LINK121]Significant
	Supported

	H3: Work environment has a significant influence on the job-hopping behavior in the industry of Shanghai, China.
	P-value= 0.000
Significant
	Supported


[bookmark: _Hlk531110611]Table 4.6 Hypotheses Summary

4.7 Conclusion
[bookmark: OLE_LINK24][bookmark: OLE_LINK32]In summary, this chapter factor analysis, reliability testing, and correlation matrix are used in the pilot test to analyze the data. Each factor in the pilot test meets the requirements. In the preliminary test, the data of 299 respondents were analyzed, and it was found that each items of the factor loading are meet the requirements. Descriptive analysis was also used to examine the demographics of respondents. Finally, the hypotheses of the study were verified and the conclusion was given in the preliminary test.


[bookmark: _Toc531864746]Chapter 5: CONCLUSION AND RECOMMENDATION
[bookmark: _Toc531864747]5.0 Overview
This chapter mainly discusses the social exchange theory and research findings, and concludes the contribution to industry and academia. In addition, the limitations of the research and the future research focus are discussed in order to further improve the research. At last, it gives a summary, advice and personal reflection. 
[bookmark: _Toc531864748]5.1 The Discussion Between Social Exchange Theory and Research Findings
According to the hypotheses of Chapter 4, Hypotheses 2 and Hypotheses 3 are accepted, which means that job satisfaction and work environment have a significant influence on job-hopping behavior of Shanghai, China (Liao, 2015). In addition, Hypotheses 1 is rejected, which means that income levels are not a significant predictor of job-hopping behavior of Shanghai, China (Li, 2015). This chapter will further validate the hypotheses results by combining social exchange theory with research findings (Daher, 2015).
Social exchange theory holds that interpersonal relationship is a value exchange, following the principle of reciprocity and both sides contribute the values and satisfy the needs, but this contribution and acquisition are not absolute and measurable (Bhattacharyya, 2015). China is a country with a large population and there are job-hopping phenomena in all walks of life, but the job-hopping phenomenon in retail industry is the most significant (Zhao, 2016). Based on the current situation of Shanghai retail industry and the theory of social exchange theory, it can be found that Shanghai retail employees pay more attention to the location and environment of work, because it is related to the vital interests and circumstances of employees (Ren, 2016). Employees' satisfaction with job can increase employee loyalty and sense of belonging to the company, thus creating value for the company (Chen, 2016).
Similarly, for the relationship between work environment and job-hopping behavior, the quality of the work environment can influence the employee's intention and the excellent work environment can not only reduce the employee's job-hopping behavior, but also attract more people to join the company (Liao, 2015). Because no employees want the work environment to be unhealthy and bad, when such a work environment occurs, employees will only think about leaving faster (Demet, 2015). Social exchange theory insists that the exchange between people is mutually beneficial (Kelley & Thibaut, 1978). Generally speaking, the work environment is the place where the employees are located, influencing the spirit and body of the employees and when the company provides a good working environment for the employees, the employees can feel the attitude of the company, so employees will work with a serious and responsible attitude (Jain & Kaur, 2015). A good work environment does not let employees have the idea of job-hopping, so the work environment has a significant influence on job-hopping behavior (Demet, 2015).
On the other hand, although the income level will influence the employee's job-hopping behavior, for the retail industry, income level cannot be a factor that influence employee job-hopping behavior (Zheng, 2016). Because in Shanghai and even in all China's retail industry, the income level of employees in each region is basically the same according to the regional economic situation, there will not be a company that provides high wages (Luo, 2015). Employees' income is more dependent on the efforts and if employees can sell more products or create more value for the company, then employees can get extra income beyond the salary, so the amount of extra income is related to the employees themselves rather than being job-hopping to other companies (Huang & Zhang, 2016). Therefore, the income level of employees does not meet the social exchange theory, and the income level cannot be an important factor in the job-hopping behavior of employees in Shanghai retail industry (Wang & Zeng, 2015).
[bookmark: _Toc531864749]5.2 Contributions
[bookmark: _Toc531864750]5.2.1 Contribution to Industry
According to the research results, it is found that job satisfaction and work environment have a significant influence on the job-hopping behavior of Shanghai retail employees in China. Therefore, based on these two factors, this study makes recommendations on the job-hopping behavior of Shanghai retail companies in China. It is recommended that job satisfaction is important, so in order to reduce employee turnover, efforts should be made to improve employee job satisfaction (Xu & Li, 2015). In addition, employees are also very focused on the company's work environment, so companies can improve the hardware facilities and software facilities. A comfortable working environment not only enhances the enthusiasm of employees, but also increases employee dependence and good evaluation of the company (Lu et. al., 2015). Therefore, if the enterprise refers to these two factors in solving the problem that the employee turnover rate is too high, the employee's job-hopping behavior can be further reduced, thereby reducing the company's loss and increasing the profit rate. By doing so, the research has contributed to the industry by showing companies the focus on reducing employee job-hopping.
In addition, according to the research results, the income level is not an important factor influencing the employee job-hopping of Shanghai retail industry. Therefore, this study provides a new perspective for Shanghai retail enterprises to reduce employee job-hopping. Because the income levels in the industry are almost equal, in this case, employees will pay more attention to the company's working environment and job satisfaction then employees are more willing to work in the same industry with a more comfortable working environment and high job satisfaction (Wang, 2015). 
Therefore, the contribution will be that the retail enterprises in Shanghai need to pay less attention to the income level and should focus the resources on improving the company's working environment and employee job satisfaction. This is the contribution of this research to the industry.
[bookmark: _Toc531864751]5.2.2 Contribution to Academia
According to the previous literature, there is a large amount of literature on Chinese employees' job-hopping (Fu & Deshpande, 2015; Huang,2015; Jing, 2015). Most of the industries studied are banks, hotels and other industries, but the literature on job-hopping behavior of Shanghai and retail employees is limited. Moreover, this study, as an English study, can try to make up for the English literature on the behavior of employees in the retail industry. The objective of the research proposed in Chapter 1 is to investigate the influence of income levels, job satisfaction and work environment on job-hopping behavior. Through research and analysis, it is found that the income level has no significant influence on the behavior of employees in Shanghai retail industry. Therefore, it provides a literature that has different views from pervious literature which prove the income level has an influence on job-hopping behavior.
[bookmark: _Toc531864752]5.3 Limitations of Study
[bookmark: _Toc531864753]5.3.1 Scope Limitation
The study did not study other parts of China, but only studied Shanghai. However, there is no research on the influence of regional cultural differences and other factors on employee job-hopping behavior. Compared with big cities like Shanghai, the job-hopping rate of small and medium-sized cities may be reduced, because small and medium-sized cities do not have the pressure of life in big cities (Chen, 2016). So, the results of this study are not applicable to the retail industry in other cities in China.
[bookmark: _Toc531864754]5.3.2 Time Limitation
The researcher must conduct the investigation and complete the study within the specified time, because the time given in this study is 3 months, and there will be some flaws in the researcher completing the five chapters in a limited time. In addition, due to the limited time, the sample size of this study is very small. At last, only 299 employees of Shanghai retail industry are analyzed. Obviously, such sample size cannot fully represent employees of Shanghai retail industry.


[bookmark: _Toc531864755]5.4 Future Direction of Research
As for the potential research of this subject, the current research only analysis the income level, job satisfaction and work environment that influence the job-hopping behavior of employees in the retail industry in Shanghai, so it is suggested that the future research can be extended to other industries and fields (Liu, 2015). In addition, future studies may find other variables that influence employee job-hopping behavior. Besides the above factors, job-hopping behaviors can be influenced by other factors and dimensions, encouraging future researchers to add variables for research (Sun, 2016). This research did not study the moderating influence of gender and age on employee job-hopping behavior, and future potential studies can study the moderating influence of gender, age and other factors on employee job-hopping behavior (Liao, 2015).
[bookmark: _Toc531864756]5.5 Conclusion
The study consists of five chapters, which are introduction, literature review, research methodology, research findings, conclusions and recommendations. The objective of the study was to investigate the influence of income levels, job satisfaction and work environment on the job-hopping behavior of Shanghai retail employees. Analysis of these factors can help managers understand employee job-hopping behavior to improve or avoid job hopping. This study used a convenient sampling method to conduct an online questionnaire survey of the target population, and then used SPSS statistical software to analyze the data and test the hypotheses. According to the research results, it is found that job satisfaction and work environment have a significance influence on the job-hopping behavior of Shanghai retail employees.
[bookmark: _Toc531864757]5.6 Recommendation
The study has identified a number of factors that influence employee job-hopping behavior. Through the research, it is found that among the three factors, besides the income level, the other two factors which including job satisfaction and work environment have a significant influence on job-hopping behavior and work environment has the greatest influence on the job-hopping behavior of Shanghai retail employees in China. Therefore, companies should retain employees based on these factors, especially the work environment. Here are some suggestions to reduce the emergence of employee job-hopping behavior in Shanghai retail industry.
First of all, in terms of job satisfaction, according to the opinion of most interviewees, in addition to exit interview, every organization must have an on-job interview policy (Nan, 2015). This is because, through interviews, managers can know employees' problems, expectations and wishes so as to work better with employees. Through the interview, the company can ask employees for meaningful ideas and listen to the feedback when employees are on the job, instead of managers thinking about whether the company has problems after employee’s job-hopping (Ding & Han, 2015). At the same time, the company should education and remind employees not to expect 100% satisfaction and 0% dissatisfaction, and should weigh the overall job satisfaction, because there are often situations where the best work leads to dissatisfaction, therefore, employees need self-guidance (Roos & Eeden, 2015). In addition, clearly tell employees the type of work and working conditions employees are engaged in, such as corporate culture, working hours, relationships and so on (Salleh et. al., 2015). Because if employees are not satisfied with the jobs, job-hopping will occur.
Then there is the influence of the work environment on employee job-hopping. If the company provides a more comfortable and welcoming work environment than other organizations, then employees will be more inclined to stay rather than job-hopping (Zhang, 2015). So, the company can create an excellent work environment, such as providing employee-friendly facilities, gyms, health foods and beverages. In addition, encouraging friendly employee relationships, colleagues and managers like a family, giving friendly relationships, communication, and even intimate emotions is essential (Liu & Zhang, 2015). In the company, employees can talk comfortably and make other plans that do not hinder the work.
In short, it is important to reduce the company's employee job-hopping behavior in the current retail industry in Shanghai. Because employees can not only improve the company's profits and markets, but also help the company achieve organizational goals.
[bookmark: _Toc531864758]5.7 Personal Reflection
The personal reflection part is to show my experience in completing the MBA project. In the process of completing the project, I improved my ability to find information through the websites. I learned that I must input the right keywords to get the information I want, so as to find the information suitable for this research. In addition, I understand how to use the E-library to search for my auxiliary information to ensure the reliability and relevance of the information. I gain a lot of knowledge and understand employees' job-hopping behavior by doing this research study and referencing so many journals.
I also learned to understand and apply all the information collected in journals to my research and then present it in a concise form. I understand that only information related to the research can be displayed, and only important information can be written in the project, so that readers of the project can feel that the project is informational. At first, I found it difficult to sort the information, because there was too much related information. Gradually, I learned to properly organize my project through guidance before starting the project, so that my project would look very logical. I also realized that hierarchical structures and formats can be of interest to readers.
In addition, I have understood the importance of managing time and arranging time in advance to ensure the timely completion of the project. Because time management is very important in doing this project, as long as it can produce high-quality projects. Only by completing the project ahead of time and discussing with my supervisor can I improve my project better. Therefore, I will make a schedule to arrange the tasks to be completed every day.
Finally, I learned to use SPSS to analysis data to achieve the research objectives of this study. The correct interpretation of data is very important, only in this way can this study provide a better reference for future studies. The analysis must be useful for research and must be tested purposefully. Therefore, I must understand the capabilities of analysis, then interpret the data correctly and present findings.
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	STUDENT NAME & ID NO
	Hao Bin I17013849

	BROAD AREA
	Human Resource Management

	Concise Title
	Job-Hopping Behavior in the Retail Industry of Shanghai, China

	Problem Definition
	There is an excessive loss of employees in China's retail industry and the rapid flow of human resources has become one of the serious problems faced by retail companies in China, at the same time, the current talent job-hopping rate of local retailers in Beijing, Shanghai, and Tianjin is close to 35% (Wang, 2015).The emergence of job-hopping has already had an influence on Shanghai retail industry and enterprises are worried that the shortage of talent or so-called scarcity of talent (Chen, 2016). With the increasingly fierce competition among enterprises, many high-quality talents will job-hopping to the competition which can meet the requirements, so remedy the problem of the enterprise itself can retain talents (Zhao, 2016). At the same time, the job-hopping rate of grassroots employees is relatively high and according to statistics, the job-hopping rate of grassroots employees in China's chain retailing industry is 20 percent to 30 percent (Liao, 2015).
Higher employee job-hopping rate is a major problem faced by enterprises and managers should seriously consider the strategy of preventing employees’ job-hopping, because cultivating an employee requires the company to spend a lot of resources and no one can accept such losses (Xie, 2016)

	Research Objectives and Research Questions 
	The focus of this study is to investigate the influence of income levels, job satisfaction, and working environment on employee job-hopping behavior in retail industry of Shanghai in China.
The specific objectives are:
RO1: To determine whether the income level influence the job-hopping behavior in the retail industry of Shanghai, China.
RO2: To determine whether the job satisfaction influence the job-hopping behavior in the retail industry of Shanghai, China.
RO3: To determine whether the work environment influence the job-hopping behavior in the retail industry of Shanghai, China.

The research questions are behind to the research objectives. In order to achieve the above research objectives, this research establishes the following research questions.
RQ1: Will the income level influence the job-hopping behavior in the retail industry of Shanghai, China?
RQ2: Will the job satisfaction influence the job-hopping behavior in the retail industry of Shanghai, China?
RQ3: Will the work environment influence the job-hopping behavior in the retail industry of Shanghai, China?

	Scope of study
	The scope of this study is the behavior research of employee job-hopping in the retail industry of Shanghai (Kong, 2015). By proposing appropriate recommendations and solutions, companies can effectively reduce the chances of employee turnover in the retail industry (Wang, 2015). Research in a specific field can propose targeted solutions, so on this basis, this research will do the situation of the retail industry in Shanghai (Chen, 2016). In addition, this study also focused on the discovery of key factors leading to employee job-hopping, which often appear in the mass media and are known by many scholars (Liao, 2015).

	Significance of the Research
	Significance to Academia
The results and findings of this study can help enterprise managers improve the ability and effectiveness in managing human resources, and better selection strategies to prevent employees choose job-hopping, Khalid and Kenneth (2015) was also gave considerable support in the study. At the same time, according to the research of Chee Xie (2016), the study also provides factors that influence employee job-hopping, such as income level, job satisfaction and working environment, and the relationship between employee job-hopping in retail companies.
Ahmid, Yazam and ALDamoe (2015) also confirmed the importance of factors influencing employee job-hopping, so it is also reflected in this study and this research can help employers find the solutions to prevent employee job-hopping and achieve academic satisfaction. This research not only deepens the understanding of the factors influencing employee job-hopping, but also supplements Shanghai lack of English-related research in the retail industry, providing a reference for future research.
Significance to Industry
If retail companies can understand the factors that influence employee job-hopping behavior, then companies can choose to propose appropriate strategies and methods to solve the employee job-hopping behavior, which will be very helpful to the enterprise. So, the results of this research can help managers to understand employee job-hopping behavior more widely.

	Literature Review
	Job-Hopping: Job-hopping is an important event for every person’s career development plan, in general, it is often related to financial income and previous study have shown that an average of 10 percent of wage growth is obtained from work, accounting for about one-third of wage growth (Topeland & Ward, 2015). Different countries have different definitions on job-hopping and the common definition of job-hopping is that employees are dissatisfied with the current situation and move on to a better position (Ganco, Ziedonis & Agarwal, 2015). Idris (2015) pointed out that job-hopping means that employees do not change the nature of work, but often change the company. Most people change jobs because want to get paid, welfare and bonus more than the current company can provide (Yusoff, Queiri, Zakaria & Hisham, 2015). Therefore, job-hopping is inter-organizational shift because after the job-hopping is over, the employee's work nature and organization type may be the same and is an internal shift of the same type of organization, (Idris, 2015).
Income Level: In today’s economic globalization, the competition of human resources in enterprises also requires a compensation mechanism to ensure that employees’ income can guide and motivate employees to bring benefits and development to the enterprise (Han, 2015). In general, China’s corporate employee income model has followed a foreign framework, and the income of Chinese corporate employees mainly includes basic wages, bonuses, dividends, allowances and benefits (Zhang, 2014).
Job Satisfaction: The related research on job satisfaction can be divided into two major aspects: job satisfaction influence variables and outcome variables (Nan, 2015). The research conclusion of the influencing factors of employees' job satisfaction is same, and basic factors influencing employees’ job satisfaction can be concluded (Lu, Shi & Yang, 2015).
Work ability, salary, management style, corporate training and colleagues’ relations have an influence on employees’ job satisfaction and there is a certain relationship between employee satisfaction and job performance (Xu & Li, 2015). The evaluation structure of job satisfaction is composed of corporate image, leadership, job return, work cooperation and job (Zhang, Zhu & Chen, 2014). Among them, corporate image includes enterprise system and product management, while leadership including management and recognition of employees’ work and job rewards are benefits and employee development, and work collaboration is mutual respect between employees (Liu & Zhang, 2015).
Work Environment: The working environment includes hardware and software, which meet the needs of employees and the goals of enterprises from different levels (Guo, 2015). Hardware includes material rewards and labor environment, in which material rewards can motivate employees, and labor environment can improve work efficiency while ensuring employees’ physical safety (Xing, Zhang & Yin, 2016). Software includes corporate culture and working atmosphere, in which a good corporate culture and working atmosphere can improve the cohesion of employees and promote the development of enterprises (Yao, 2015).

	Research Methodology
	Research Design: This research is a cross- sectional study Methodology using quantitative methods based on descriptive research.
Unit of Analysis: Individual of job-hopping behavior among Chinese in Shanghai retail industry.
Sample Size: 384 employees in retail industry of Shanghai, China.
Sampling Procedure: Non-probability sampling (convenience sampling)
Data Collection Method: Online Questionnaire.
Questionnaire Design: The data collection technique of the questionnaire system consists of a number of questions and requires participants to answer the listed questions to determine the participants’ attitudes and the problem setting is the questionnaire design (Lavrakas, 2015). The researchers divided the online questionnaire into three parts: A, B, and C. Part A is the demographic profile. Part B and C use the Likert scale format of five-point to represent the measurement concept. The “strong disagree” is 1, “Strongly agree” is 5. In Section B, respondents were asked to answer questions about independent variables: income level, job satisfaction, and work environment. In Section C, respondents were asked to answer the question of dependent variables, which is job-hopping behavior in retail industry of Shanghai, China.
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Dear Sir/Madam,
I am Hao Bin (ID: I17013849) and currently doing my postgraduate program in the Master of Business Administration at INTI International University, Malaysia. You are invited to take part in a research study. The aim of this study is to identify the factors that lead to employee job hopping, and to determine the factor that has the greatest influence on employee job hopping in the retail industry in Shanghai, China.
There will be no risk or side effects in taking part as the questionnaire is designed in a way that you could answer the questions directly. The data collection is done by the researcher personally. Third parties are not allowed to access the data and the answers will not be released to others for viewing, besides your name will not be recorded in order to preserve your anonymity.
Without your cooperation and support, this research cannot be accomplished. Please take your time to participate in this survey. Thank you in anticipation for your cooperation.
Yours faithfully,
Hao Bin


SECTION A- Demographic Profiles
Instruction: please tick () at the appropriate box.
1. Gender
 Male	 Female

2. Age
Below 21 years old   21 – 30	  31-40
41-50	 More than 50

3. What is your highest education level?
· High school/Diploma    Bachelor degree    Master
PhD	 Others, please specify 	

4. Occupation:
Store sales	Store / branch manager    Store supervisor
Store owner           Others 	

Section B - Factors influencing Job hopping
Please tick “√” the following.
Rate each statement using 5-point Likert Scale 1=Strongly Disagree, 2= Disagree, 3=Neutral, 4=Agree, 5=Strongly Agree

Income Level
	NO.
	Questions
	1
	2
	3
	4
	5

	1
	I am satisfied with my current salary.
	
	
	
	
	

	2
	I think my current wage/ salary is comparable to the standard income in this industry.
	
	
	
	
	

	3
	I think that my hard work is proportional to my income.
	
	
	
	
	

	4
	I believe that my income is appropriate to my position and qualification.
	
	
	
	
	

	5
	I think that the annual salary increment is acceptable when compared to other companies in the industry
	
	
	
	
	


Job Satisfaction
	NO.
	Questions
	1
	2
	3
	4
	5

	1
	I am contented with this type of work.
	
	
	
	
	

	2
	I am enjoying this job.
	
	
	
	
	

	3
	I can learn much and grow fast by doing this job.
	
	
	
	
	

	4
	I feel I am important when I do this work.
	
	
	
	
	

	5
	I think my job is very interesting and satisfying
	
	
	
	
	


Work Environment
	NO.
	Questions
	1
	2
	3
	4
	5

	1
	The physical working condition of my firm are very good.
	
	
	
	
	

	2
	The method of work measurement is reasonable in my firm.
	
	
	
	
	

	3
	I am satisfied with my working time and privileges offered
	
	
	
	
	

	4
	My company is always moving toward to improve ways of doing things.
	
	
	
	
	

	5
	My organization is always utilizing new technologies to work.
	
	
	
	
	




Section C- Job hopping
Please tick “√” the following.
Rate each statement using 5-point Likert Scale 1=Strongly Disagree, 2= Disagree, 3=Neutral, 4=Agree, 5=Strongly Agree
	NO.
	Questions
	1
	2
	3
	4
	5

	1
	I often think about quitting my job.
	
	
	
	
	

	2
	I am likely to look for different organization to work in in the short term.
	
	
	
	
	

	3
	I feel disjointed and not engaged in this organization.
	
	
	
	
	

	4
	I do intend to quit my job within the next year/short term.
	
	
	
	
	

	5
	I do not hope to have a long future with this company.
	
	
	
	
	



Thank you very much for reading this information and considering taking part in this study.
Researcher: Hao Bin 
Phone: +60172184363
Email: i17013849@student.newinti.edu.my /375371657@qq.com


[bookmark: _Toc531864768]Appendix 7 Tables
Factor Analysis of Pilot Test
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Table 4.1.1.1 KMO and Bartlett’s Test (Dependent Variable)

Job-hopping Behavior
	               Items
	           Factor Loading

	I often think about quitting my job.
	              0.617

	I am likely to look for different organization to work in in the short term.
	              0.726

	I feel disjointed and not engaged in this organization.
	              0.824

	I do intend to quit my job within the next year/short term.
	              0.684

	I do not hope to have a long future with this company.
	              0.553

	Variance (percent of explained)
	              68.084


Table 4.1.1.2 Communalities of Dependent Variable
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Table 4.1.1.3 Total Variance Explained of Dependent Variable
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Table 4.1.1.4 KMO and Bartlett’s Test (Total Independent Variables)
Income Level
	               Items
	           Factor Loading

	I am satisfied with my current salary.
	              0.636

	I think my current wage/ salary is comparable to the standard income in this industry.
	              0.671

	I think that my hard work is proportional to my income.
	              0.544

	I believe that my income is appropriate to my position and qualification.
	              0.632

	I think that the annual salary increment is acceptable when compared to other companies in the industry
	              0.642


Job Satisfaction
	               Items
	          Factor Loading

	I am contented with this type of work.
	              0.816

	I am enjoying this job.
	              0.818

	I can learn much and grow fast by doing this job.
	              0.874

	I feel I am important when I do this work.
	              0.812

	I think my job is very interesting and satisfying
	              0.883



Work Environment
	               Items
	          Factor Loading

	The physical working condition of my firm are very good.
	              0.654

	The method of work measurement is reasonable in my firm.
	              0.643

	I am satisfied with my working time and privileges offered
	              0.836

	My company is always moving toward to improve ways of doing things.
	              0.553

	My organization is always utilizing new technologies to work.
	              0.759


Table 4.1.1.5 Communalities of Total Independent Variables
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Table 4.1.1.6 Total Variance Explained of Total Independent Variables
Reliability Test of Pilot Test

	
	   Cronbach’s Alpha
	   Number of Items

	Income Level
	        0.814
	           5

	Job Satisfaction
	        0.948
	           5

	Work Environment
	        0.879
	           5

	Job-hopping Behavior
	        0.882
	           5


Table 4.1.2 Summary of Reliability Test


Correlation Matrix Test
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Table 4.1.3.1 Summary of Correlations (Independent Variables)
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Table 4.1.3.2 Summary of Correlations (Dependent Variable)


Demographic Profile

	
	      Frequency
	      Percentage

	Male
	80
	26.8

	Female
	219
	73.2

	Total
	299
	100.0


Table 4.2.1 Gender

	
	      Frequency
	      Percentage

	Below 21 years old
	49
	16.4

	21-30
	111
	37.1

	31-40
	80
	26.8

	41-50
	34
	11.4

	More than 50
	25
	8.4

	Total
	299
	100.0


Table 4.2.2 Age



	
	      Frequency
	      Percentage

	High school/ Diploma
	73
	24.4

	Bachelor degree
	143
	47.8

	Master
	53
	17.7

	PhD
	17
	5.7

	Others
	13
	4.3

	Total
	299
	100.0


Table 4.2.3 Education Background

	
	      Frequency
	      Percentage

	Store sales
	139
	46.5

	Store manager
	  90
	30.1

	Store supervisor
	49
	16.4

	Store owner
	21
	7.0

	Total
	299
	100.0


Table 4.2.4 Occupation


Factor Analysis of Preliminary Test

[image: C:\Users\lenovo\AppData\Local\Temp\1542876802(1).png]
Table 4.3.1.1 KMO and Bartlett’s Test (Dependent Variable)
Job-hopping Behavior
	               Items
	           Factor Loading

	I often think about quitting my job.
	              0.731

	I am likely to look for different organization to work in in the short term.
	              0.708

	I feel disjointed and not engaged in this organization.
	              0.870

	I do intend to quit my job within the next year/short term.
	              0.795

	I do not hope to have a long future with this company.
	              0.766

	Variance (percent of explained)
	              77.396


Table 4.3.1.2 Communalities of Dependent Variable
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Table 4.3.1.3 Total Variance Explained of Dependent Variable
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Table 4.3.1.4 KMO and Bartlett’s Test (Total Independent Variable)
	Items
	Factor Loading

	Income Level
	                

	I am satisfied with my current salary.
I think my current wage/ salary is comparable to the standard income in this industry.
	0.616
0.703

	I think that my hard work is proportional to my income.
	          0.675

	I believe that my income is appropriate to my position and qualification.
	0.651

	I think that the annual salary increment is acceptable when compared to other companies in the industry
	0.617

	Job Satisfaction
I am contented with this type of work.
I am enjoying this job.
I can learn much and grow fast by doing this job.
I feel I am important when I do this work.
I think my job is very interesting and satisfying.
Work Environment
The physical working condition of my firm are very good.
The method of work measurement is reasonable in my firm.
I am satisfied with my working time and privileges offered.
My company is always moving toward to improve ways of doing things.
My organization is always utilizing new technologies to work.
	
0.788
0.863
0.703

0.816
          0.669

            
          0.749

0.602

0.618
	
          0.777
           
0.831


Table 4.3.1.5 Summary of Communalities (Total Independent Variable)
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Table 4.3.1.6 Total Variance Explained
Reliability Test of Preliminary Test

	
	   Cronbach’s Alpha
	   Number of Items

	Income Level
	        0.863
	           5

	Job Satisfaction
	        0.920
	           5

	Work Environment
	        0.890
	           5

	Job-hopping Behavior
	        0.927
	           5


Table 4.3.2 Summary of Reliability


Normality Test
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Table 4.4.1 Summary of Normal Q-Q Plot
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Table 4.4.2.1 Normal P-P Plot of Regression Standardized Residual
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Table 4.4.2.2 Scatterplot
Simple Multiple Regression
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Table 4.5.1.1 Model Summary
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Table 4.5.1.2 ANOVA
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Table 4.5.1.3 Coefficients
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